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Background . The industrial eight of Acerlca is 
founded on the principle of adopting new methods, procedures, 
improvements and the development of new end better machines. 

The phrases often encountered, such as "Ideas at work", or 
"do it better", are a reflection of the basic American drive 
to Improve and progress. While various techniques have been 
used to encourage this attitude among employees, the suggestion 
syoteo is one of the readily available methods of encouraging 
and furthering this drive. 

Experience through the years has shown that sug- 
gestion systeais are effective ways of using the knov-how 
and creative ability of the employee group, ac well as build- 
ing goodwill through providing a moans of earning extra com- 
pensation. 

The idea behind the suggestion system runs deep 
into the psychology of human relatione and Is baaed firmly 
on the inherent desire of all men for improvement in the 
conditions under which they live, for progress and advance- 
ment, and for a better way of life O, p.l). 

In modern times the suggestion system, in one form 
or another, has been known and used for more than half a 
century. Whether called a Suggestion System, Beneficial 
Suggestion Program, Bureau of New Ideas, Proposal for 
Improvement Plan, or any of the various other titles under 
which it has served, the idea has been In more or less 
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constant use over a lon£; period of years. 

History and Growth of Wavy Beneficial Suggestion 
Program . The first full fledged suggestion system In the 
I United States vas initiated in 1913 by the United States 

I 

Navy (ll, p, 276 ). The 65 th Congress authorized the payment 

^ of cash awards for beneficial suggestions in the Naval 

1 

Appropriations Act approved July 1, 1913, which reads in 
part as follows: 

That the Secretary of the Navy is hereby 
authorized, in his discretion and under 
such rules and regulations as he mey pre- 
scribe, to pay cash awards to civilian 
employees of the Navy Department or the 
Naval Establishment or other persons in 
civil life when due to a suggestion or 
series of suggestions by them there results 
an improvement or economy in manufscturlng 
process or plant or naval material... 

I The present existing legal basis of the Navy 

Beneficial Suggestion Program may be foimd in the provisions 
contained in Public Law 6 OO, 79^1^ Congress, which was approv 
ed on August 2, 19^6, and in Executive Order 9317 of 
December 19^^» which authorize the Secretary of the Navy 
to pay cash awards to civilian employees of the Navy for con 
' structlve suggestions which are adopted (lO, p.l). 

Since 1913 the system has expanded beyond all ex- 
pectations, and during the fiscal year 19^9 more than one 
I hundred thirty Naval activities had suggestion programs in 
j| operation. These activities employed, on an average, over 

I 

'I 235,000 civilians, or slightly more than eighty per cent of 
the total number of civilians employed by the Navy in the 
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continental United States, Territories and possessions. 

This expansion has made the Navy one of the 
leading governmental agencies in the operation of employee 
suggestion programs. Many lailllons of dollars have been sav- 
ed through adoption of employee suggestions for Improving 
working methods and equipment, and the program Is still grow- 
ing (2, p.1474). Table I shows the growth and annual operat- 
ing statistics of the Navy Beneficial Suggestion Program over 
a recent three year period. The yearly records show th t the 
fiscal year 19^9 nas proven to be another year of Increased 
activity In the suggestion program. The 40,^00 suggestions 
submitted resulted In the adoption of over 12,500 Improvement 
Ideas which will bring in an estimated saving of almost nine 
and one-half million dollars during the fiscal year 1950* plus 
important Intangible benefits - an increase of nearly three 
million dollars over each of the two previous years. Employees 
are submitting more suggestions than were received in preceed- 

ing years, and over thirty-one per cent of these ideas are 

2 

worthy of adoption. 

During the 1950 ^'all Conference of the National 
Association of Suggestion Systeras, the Department of the Navy 
was presented with an achievement plaque for having the out- 
standing Beneficial Suggestion Program of all governmental 

1, Information furnished by the Research Division, Navy 
Department, Washington, D.C. 

2. Information furnished by the Research Division, Navy 
Department, Washington, D, C, 
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G:nCV»*TH AKD 0 P£.-i< 7 i»G SUGGilS OF THS 
NAVT SE^EriClAL SUGGESTION PROGRA.R 
Fiscal Years 1947 , 194 S k 1949 



For 
Fiscal 
Year 
Ending 
•June 30 


I?umber of Suggestions 


^ : Total 5 Tsngibie 

pro- : cash : savings 

censed,: avarded ?(lat ye^r) 
adopt-: (Bollsrs) : 
ed : * 


Sub- ; I-'er : ?ro- 
mitted: 100 :ceesed 
: employ: 

: -eea : 


Adopted 


1947 

194 B 

1549 


23,201: g.O : 20 , 794 

• a 

33 , 695 ? 12.7 \ 30 ,S 09 

• • 

4 o,« 56 : 14.2 : 39, 957 


6,072 

9,261 

12,612 


29.1 : 212,056 : 6,095,695 

• • 

30.1 ; 262,415 i 6 , 759,759 

• • 

31.5 ** 299,344 1 9 ,^« 7 , 90 i 



Source: Savy Beneficial Suggestion Program - Qu^irterly 

Statement, Quarter Ending June 1949 . 
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departaents,^ The Havy was awarded this plaque for achiev- 
ing, during the year 19 ^S» the greatest percentage of in- 
crease In employee participation that was accomplished ’oy any 
governmental agency (S, p.52f). 

Coordlnfltion and Control . The Navy Department 
delegates to each activity the authority and responsibility 
of conducting a suggestion program that will fit in with the 
over-all system as coordinated and controlled from Washington. 
It is the mission of the Office of Industrial Relations to 
assure the continuous operation of a sound civilian personnel 
program throughout the Naval Establishment. Ihe Office of 
Industrial Helatlono is organized to cover the entire field 
of personnel adminivstratlon and, in so doing, acts as the 
controlling and coordinating agency of the Navy Beneficial 
Suggestion Program. Central guidance and assistance are given 
in order to foster high employee morale and augment the work- 
ing efficiency of the program (2, p.l4^73f)* 

Navy Denartaent Policy . Each Naval activity is 
definitely acquainted with the policy of the Navy Department 
(10, p.l) with regard to Incentive programs, as follows: 

The Department attaches great importance to 
the submission of constructive beneficial 
suggestions by civilian employees, both super- 
visory and non- supervisory, and looks to each 
activity to Institute and conduct a sugicstion 
program as an integral pert of the Kavy’^s 
industrial relations program. 



3. A similar award was presented to Industry at the 195® 

Annual Fall Conference which was hold on October 25, 19^9 
at the Hotel Statler In Cleveland. 
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Functions of the Program . Employees must be en- 
couraged and reainded to thlnlfc ere- lively. They be 

sured that their suggestions vill receive fair and impartial 

consideration. The means for investigating auggestlone must 

be prompt and veil organised. Fair awards must be given for 

such ideas as are adaptible for use by the activity, Sein- 

werth (13i p.lO) states that these can be considered as the 

most important functions of the suggestion program. Without 

their satisfactory performance, the purpose of the program 

would not be accomplished, 

Furpoce of the Program , The purpose of the 3ene- 

ficial Suggestion Program (10, p,2) is also clearly defined. 

The Beneficial Suggestion Program is de- 
signed to increase the efficiency of the 
service by arousing and stimulating employee 
participation in the aubmisslon of ideas. 

Under this program employees receive cash 
awards or other recognition for adopted 
suggestions. The program encourages creative 
thinking and affords a means through which 
employees may participate in the problems of 
the Navy, The program can be very effective 
in stimulating the Interest of employees in 
their Jobs and has a high morale value. 

The above statement is promulgated throughout the 
Kaval Establishment and acquaints ail activities with the 
basic purpose of the program. 

Review of Related Studies . Many studies have been 
made and many surveys are conducted periodically for the pur- 
pose of determining administrative techniques, success, and 
attitudes toward the suggestion and award systems used in 
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industry and business. Governaentel departments, as a whole, 
are surveyed along v/ith the private companies and at times 
aoite good showings (S, p,52f), in a recent comparative study 
of the Navy Beneficial Suggestion Program with the suggestion 
and award systems used in forty-one industrial organizations, 
Beoton ( 3 , p.57) found that by comparison the over-all Navy 
program is considered to be good. He states that “From results 
obtained. .. the Navy's program compares quite favorably." How- 
ever, that does not mean that the system is without defects 
or faults which can possibly be corrected if only brought 
to light. Any system can benefit from periodic revision and 
wax strong. 



4, The Notional Association of Suggestion Systems (MASS), 
founded August 12, 1942 to strengthen suggestion system 
activities of members in Industry, commerce, finance, 
and government, conducts annual nation-wide surveys. The 
American Management Association has also been active in 
this work. 
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Scope and Organization . A Naval activity, for 
purpose of clarlflc tion, can be considered any Bureau or 
Office in the Navy Department, Washington, D.C,, Headquarters 
of the Karine Corps, or any Naval or Marine Shipyard, Air 
Station, Ammunition Depot, Supply Depot, Ordnance Plant, 
District Headquarters, and any other Naval or Karine Corps 
establishment, station, or activity which constitute a 
separate command (10, p,4). During the fiscal year 19^9i 
more than I 30 such activities had suggestion progrems In 
effect. 

Very few of these activities are alike and the 
differences of each in size, function, experience and loca- 
tion indicate the vast diversification existing among them. 

The results will be variations in adrainlstratlve techniques 
and also differences in the relative success of the local 
suggestion program within each activity. 

Each indivldusl Naval activity is governed in the 
accepted manner of conducting a Beneficial Suggestion Pro- 
gram by Instruction 25» contained in a manual known as 

5 

”Kavy CivlllaJi Personnel Instructions." This instruction 
is explicit in some cases, and in other instances it is 
not strictly binding but merely suggests means of accomplish- 

5. The manual known as ’’Navy Civilian Personnel Instructions" 
(NCPI) is a two volume loose-leaf book, kept up to date 
by the substitution of revised pages, A separate 
"Instruction" is provided in the manual for each of the 
major fields of personnel instructions, in all, 50 In- 
structions. 
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Ing the functions of the suggestion progran; therefore, 
individual interoretation of Instructions will at times 
be the controlling factor. 

Purpose of the Study . An extensive survey has 
never been made of all the Navsl activities conducting * 
Mavy Beneficial Suggestion Programs for the purpose of ob- 
taining facts and opinions regarding the administrative 
techniques used by each activity in conducting Its own pro- 
gram. Form reports are periodically submitted to the 
coordinating agency - the Office of Industrial Relations - 
and furnish information from v;hlch an evaluation con be 
made of the relative success of local programs; however, 
this data does not Include the opinions, recommendations, 
or attitudes of individual activities toward the program. 

It is realized that personalities, experience, 
and interest in the program will dictate the use of dif- 
ferent administrative techniques. As previously stated, 
techniques will necessarily vary with the different inter- 
pretation of instructions. Also, they are dependent upon 
the size of the activity and the nature of its operations. 

It is the purpose of this study to maite a com- 
parison of the administrative techniques used in all Naval 
activities operr ting a Beneficial Suggestion Program. 
Further, this investigation will note the major differences 
in the administration of the program, disclose traits of 

6. Information furnished by the Research Division, Navy 
Department, Washington, D.C. 
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the progrem ac a whole, aup^'est changes for iaii: rover.ent, 
and recommend areas for further study. 

On the occasion of winning the National Assoc- 
iation of Suggestion Systems Merit Award for Increased 
participr* tlon In suggestion system activity, Secretary of 
the Navy Francis P. Matthews wrote the Chiefs of all Bureaus 
and Offices, Navy Department and the Comniandant, U. '".Marine 
Corps stressing the Importance of the suggestion program. 
This circular letter, attached as Appendix A, Is quoted in 
part as follows: 

...I suggest that you cause a chock to be 
made of the effectiveness of the Beneficial 
Suggestions Program In the various activities 
under your management control, and take appro- 
priate steps to Insure that the Navy will reap 
the benefit of all of Its employees* Ideas for 
improvement. 

It is hoped that this study will be of some assistance in 
evaluating the effectiveness of the Navy Program. 

It is also intended that this study evaluate the 
suggestion syst«=>m as a whole, as conducted In all the Naval 
activities, from the standpoint of Importance as a channel 
of communications. With reference to this point, Daniel 
Katz (4, p,l49) states: 

...the communication process that should exist 
between the rank and file and supervisors, in 
terms of desirable human relationships, has 
broken down because the specific roles written 
into the organizational functioning have not 
fostered this development. ...To remedy this 
picture a new organizational gadget is intro- 
duced, namely a suggestion system. The sug- 
gestion system now enables the worker to by- 
pass his supervisor and get his idea to a higher 
level of management. Suggestion systems may 
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have considerable merit but they do not 
solve the problem of communlcp tlon be- 
tween supervisor end worker. 
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PROCEDIWE 

The Questlonnrilre . In order to determine the 
administrative techniques of each naval activity, and gather 
certain facts and differences of opinion, it wss necessary 
to devise a questionnaire that would obtain all the necessary 
information and retain the cooperation of the participating 
activities. Very often, surveys ask for cold facts and have 
little life or personality. To be of value, they must of 
necessity be factual but also the questionnaire used in the 
survey can be worded in a manner that will retain interest 
in the study from the individual activities replying. 

A rough draft of the questionnaire was distributed 
to members of the Beneficial Suggestion Committee at the 
U.S. Naval Supply Depot, Great Lakes, Illinois. The Interest 
shown in the project was gratifying and many worthwhile sug- 
gestions were offered - resulting In revisions, additions 
and deletions to the original questionnaire. 

In devising the questionnaire, an attempt was made 
to make it reasonably simple for each Naval activity to res- 
pond to all sixty-seven questions with the least amount of 
difficulty on their part. It was possible to answer all 
questions by slrayly checking the appropriate blank, or by 
inserting a word, sentence or number. 

Questions were selected which would cover all 
phases of the program and bring attention to the differences 
of administrative techniques among the Naval activities par- 
ticipating in the survey. In some Instances, the questions 



13 

esKed vere aimed at aseesslng the attitude tovard the pro- 
gram of those persons who had filled out the questionnaires . 
Cuections were based on six areas of the study, as follows: 
(1) General, (2) Attitude, ( 3 ) Policy, (4) Procedure, 

( 5 ) Promotion, and (6) Performance. A copy of the official 
co^'ering letter and questionnaire will be found in Append- 
ices B and C. 

A statement vas made to each activity surveyed, 
both in the covering lett-^r and in the questionnaire, that 
the Individual rerponses would be treated as confidential 
and only the summarized results of all activities v/ould be 
revealed. It v^ae also smphe,3lzed that upon completion of 
the study, all questionnaires would be destroyed. It vae 
believed that by so doing, sincerity ?and truthfulness in 
questionnaire responses would result. In order to retain 
the complete cooperation of all activities, the covering 
letter also attempted to explain the reasons for conducting 
the survey. 

The Survey . The questionnaire and the official 
covering letter were sent to ell Naval activities that had 
conducted a Beneficial Suggestion Program during fiscal 
year 1949, excluding a fev activities which have since been 
pieced in a maintenance status. The number totaled one 
hundred fifty-two Navel end Marine Corps activities. 

The names of the activities were obtained from those 

f 

listed in the four Navy Su;gestion Program quarterly 
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statements^ for fiscal year 19 ^^ 9 » as hrvlng submitted 
quarterly reports to the Office of Industrial Relations. 

It was felt that a complete survey of all activi- 
ties would be much more meaningful and useful than a small 
sample which would necessitate determining if the statisti- 
cal results were, or were not, significant. The percentage 
return on any questionnaire distributed by mall is governed 
by so many variables that the exact prediction of return is 
virtually Impossible. It was anticipated, however, that 
close to a one hundred per cent response would be obtained 
because of the fact that the covering letter was of an offi- 
cial nature and most activities would be reluctant to ignore 
it. 

All questionnaires were mailed on December 2S , 19^9 
and in the covering letter a request was Included that 
questionnaires be completed and returned by January 20, 1950 “ 
eighty per cent of the questionnaires returned were received 
prior to that date. It was realized too late that this 
would make it difficult for activities outside the continental 
limits to meet the deadline. Twenty-five questionnaires, 
or twenty per cent of the 125 questionnaires returned, were 
received after the deadline but all responses were used in 
the study. The tabulation of data was commenced two weeks 
after the deadline and at that time S2,2% of all questionnaires 
distributed had been completed and returned. 

7 . The Navy Beneficial Suggestion Program Quarterly Statements 
are prepared and distributed by the Office of Industrial 
Relations, Navy Department. Tne activities listed therein 
represent those points at which Beneficial Suggestion 
Committees have been established. 
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RESULTS 



Data Collected . The responses from the question- 
naires have been tabulated and are presented In the tables 
that follow. 

Appendix D gives a suiamary of the survey results 
in tabular forni. It indicates the total nussber of activities 
that answered each question and the percentage of activities 
that selected each response in each individual question. 
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Cortoi5i . . -H’ ;;u.v.yr .t 

BY ACTIVITY, au .iwAU 0 '.i Or^ICi WD 
r^-:,Cf:svAG£ ct ;isr:i;:uvfD 



Activity, 
Bureau of Office 


Question- 

neires 

Distributed 


» 

• 

• -*U'=>fltion- 

• nalres 

5 ’Returned 

• 

• 


Porcentrge 

r-ieturaed 


Bureau of Aeronautics 


30 


: 27 


90. Ot 


Bureau of Ordnance 


26 


i 19 

« 


73. li 


Chief of Naval 
Operations 


23 


1 19 

• 


g?*6f 


Bureau of Supplies 
& Accounte 


22 


• 

: 17 

a 


77 . 


Bureau of Shins 


19 


: 16 

» 


gk,2 


Bureau of Medicine 
& Surgery 


g 


s 6 

0 


75 . 0 * 


Office of Naval 
Material 


S 


9 

• 

0 

: 6 
0 


75.0% 


Karine Corps 


7 


j 7 

• 


100. ok 


Bureau of Kaval 
Personnel 


7 


1 6 
* 


S 5 . 7 * 


Bureau of Yprds 
& Cocks 


2 


: 2 

0 

« 


100.0^ 


Total 


152 


• 

; 125 

« 

0 


g2,2% 



im) This reyirsGents the percentage of queationneires returned 

by all activities and le not the average percentage of 
return from each individual Activity, bureau, or Cffice. 
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7.-9; / IV 

I' - cruT cf »x7iv:ri:- 

I- KACl- :>IZ\ \lh FUr.Cri"'' G.x'U:- 
F.:XT THF Oi?o;^TU?ITI”5 FC-B 
TACIR £riL*.Y^F6 K* >A'E iUGQ^mOKS 
IS HO'vE LiriT12> TBA» in CTHGR ACT1VI7I23 



Dire 

Group 


Function Group 


Kuaber 

Aneverlng 

•Tea” 


Per C<»nt 
Ansverlng 
“Yeg* 


I i 

i 

i 


! II 
1 
1 


: III : 

* 0 

• • 


IV 


V 


A 


K 


k 


: 0 : 

• • 


1 


7 


16 


W 


B 


1 


3 


• « 

s 3 J 

0 • 


1 


7 


15 


46|f 


C 


1 


1 


a 0 

: 1 : 

9 0 


? 


1 


6 


22% 


D 


0 


1 


e « 

! 0 : 

0 • 


1 


1 


3 


20% 


5 


1 


0 


• • 

: 0 J 


0 


0 


1 


G% 




. 




* • 






- - 1 - 1 - n ,r‘ 




Nuifiber 






• • 

« a 








II T--- 1 -r ■■ --- ir 1 


Anawering 


7 


9 


: ^5- : 


5 


16 


4l 


-- 


*Yee» 






e a 

a • 










Per Cent 






• • 

a a 

a a 








(a) 


Anewerlng 


27^ 


35% 


s 22% i 


19^ 


59^ 


— 


32.6% 


•‘Yes'* 






a a 

a a 











(a) This repragents the percentage of afflraative answera 
received from all activities in res’Mnse to Question 3* 
It is not the average percent^'g© of return froas each 
individual Group. 
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7 \BT V 

.iT Av.' r, 

BOTH A'*D ;:DSD, 

Few civiT.ifw isirLOYnsa ^U3 vi:-ikg 
BOIKFICIAL ^iUaGCl’riOJlS ^-HICR AAK ADOPrC’J 



EstiTi«ted 
First Year's 
Savings 


Present 
Ca sh 


Present 
Per Cent of 
First year's 
Savings 


/vecou!»;on'led 
Per Cent of 
First Ye* r* s. 
Savings 


f ooc 


f 50 


5.00^ 




no, 000 


#275 


2.75^ 


6 .!?X 


$100,000 


#725 


0.72^ 


5.5/ 


#1,000,000 


11,625 




^, 9 % 



{&) The recommend '•t Ions are the averages of 31 -^ 

Nav.ri activities earveyed thit fe' t the rresant 
cash avard was too small. 






VI 

AVri.fG^ SI'» r CjHMT'f.^G, 

AVi-V-AG‘1 CA2?i AVAHDJ, I SCI^ZKGZ m yj^IKUy K' \ 
A>rD P2-.CSNTAGS OF IITAMGIB-S; FOR 

NAVAI. ACTIVniGj C ACUC^IfiG 
BSiiEFIClAL SUGGZBTK^’ IiFC<tiAXS, 

BY F'JNCTIOli CKCUl 3. FCH FISCAL YC/^ 19l|-9 



Function 

Group 


Average 
Kuaeber of 
Persons on 
Sugge - tion 
Coaoittees 


Average 

Gash 

Award 


Percentage 
of all 
Suggestions 
Adop ted 
Receiving 
Mlnissura 
Awards 


Percentage 
of Adoptions 
Rerultlng in 
Intangible 
Savings 


I 


7A 






39^ 


II 


^.3 


1^2. 5S 


6jA% 


34f 


III 


6,6 


?«0,4l 


^9.5^ 


^35 


IV 


6,g 


?29.10 


32.4^ 


45^ 


V 


6.3 


139.93 


p^o,o$ 


55^' 


{«5 

Averpge 1 7,2 

• 

« 


^^2,39 




42,3:1 



(a) This is the average of all activities responding and is 
not a elffiple average of the Group average*. 



TABLE VII 



AVBiiAG* .'C‘ T ^ur»ijr^ and 

USED, S^iGO^STluK BOXKZ, A .C 
Qf EIGLCYESD TO EACH SUGG C2‘i IO*J B:>X 
Fcn NAVAL ACTIVITira CCSDUCTIKG 
3J35EFICIAL SUGGEST lOM I wCG -JfJIS, 

BY FUWCTION GROUI 3, FC.-l FISCAL YilA:t 19^9 



• 

m 

• 

• 

Function : 
Group 5 

• 

a 

» 

« 

• 

• 


Average 
Fuaber of 
Suggestion 
Boxes 


Average 
Rstio of 
Csjployees 
to Ej*ch 
Box 


Average 
Kuaber of 
Fosters 
Supplied 


Average 
Nuaber of 
Posters 
Used 


I : 

• 

a 


15 


167:1 


21 


20 


II : 

• 


30 


133:1 


32 


31 


III : 

• 


n 


lFg:l 


13 


11 


IV 1 

a 


lii- 


143:1 


16 


14 


V ; 

• 

• 


s 


9^:1 


10 


2 


Average ; 

• 

* 




137:1 


1S:1 


17 .^ 



(a) This is the average of all activities resTon<5ing and 
ie not 8. sinnle average of the Group averages. 
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IKBIS VIII 



IS -.r. coLL^,c?r.i) 

~ ,uh> TU'. :UCu: II i:: ji ?ava 1 4 C?i/j*.i s 
COM iDCTI.’fG 2 n.’-:.FICUL SUflO&' Ii-#, * '-IGHVit? 

BY FaSCTIOX GH9lif 3, ?Ck FlSC^i Ylfu-i 1949 



Function 

Group 


c 

Per Cent 
Of Activities 
Answering 


I 


^ of Sugf^estions 


Collecteds 


> 

1 


Dally 


Bi- 

weekly 


Weekly 


^i- 

Wonthly 


eenthly 


I 


77 


20 


5 


45 


5 


25 


II 


96 


4 


12 


76 


0 


6 


III 


94 


23 


IP 


53 


6 


6 


IV 


7 S 


9 


24 


62 


0 


5 


V 


71 


15 


10 


55 


5 


15 


kVerage^*^ 


S 3 


l4 

i 

,^,J 


13 


5 S 

4 

1 M 


3 

» 

1 ^ 


12 



(a) SiiBple averegre of the Group averages 
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hr ^uicw aucrtc.r ^ if able ?c 

TH/w*5£«IT SLGuKiiJi^ffl T: Zdl CL’uct Zlc* 
Cv;V,«ri^-r^ IM21 TIAVAL ACTIVITIES 

co.::ucti:;g as-vgriciAi. suaGS^fio^ »^4 uG'..> t, 
ro*v FISCAL Y£a:\ 1949 



Methods of 
Trsnsaission 


Kufflber of 
Activities 
Using ^ch 
Method 


Per Cent of the 
121 activities 
Using S' ch 
rethod 


Suggestion Box 


97 


toi 


Office Mall 


97 


go> 


In Person 






U.S. Kail 


n$ 





To tel : 297 



(g) This figure totsie more than 121 because aany 
activities use aore than one »anner of trjrns- 
oittlng suggestions to the ccasaittee. 
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* A • A 






I ''.US C.^.DH'T^ PaV '’ilGr. vIO-" 

IN 121 NAVAL A0?IVI?I. *• 
Cv^<i}UCTiico SEVLriciAL lUGGS'.Ti'; rtca 
?Oa FIsGC/vL Y5AR 1949 



Persons 
Who Conduct 
Invcstlg,'! tlone 


Number of 
Activities 
Using Sach 
Method 


Per Cent of the 
121 Activities 
Using &ach 
Kethod 


Technical or 
Stsff personnel 


51 


42^ 


Part Time 

Invsgtlgators 


50 


42jr 


Super\’^lsory 

personnel 


45 


3^% 


Other 


23 




Full Time 

Investigators 


12 


10% 


Total 


ISl 





(a) ‘•other” includee: appointed investigating coxsiittees, 

aeffibere of Beneficial Suggestion CcniEr.lttee, and 
departments concerned. 

(b) This figure totals ©ore than 121 because some 
activities use more than one mtnner of Inves tig-, ting 
suggestions. 














I 



I 

i 







1 — 

L- 







I 



■«■ • 




% 



) c p’ • " ' " • ■•■T'T: i 

ar . ^ vr t aH 

Iti 122 XL^M. *CriYI?I ^ 

C'.*-j;ucTi»JG nuGrE*.Ti<'5 r '^c 

f'OH FI3Ca YS.yt 19 I 19 



Notif lc‘ tlon for: 



Methods 


Rejec^ 


!:ion 


Aw»rd 


of 

KotifiCi tion 


KuiEber of 
Activities 
Using Sach 
vethod 


% of 122 
Activitiee 
Using 2ach 
Method 


i»i»ber of 
Activities 
Using Each 
v.ethod 


% of 122 
Activitiee 
Using Each 
Kethcd 


Person'll Letter 


103 


S4jl 


S7 


71f> 


Personal Contact 


^7 


39 ;* 


70 


51% 


Foras Letter 


23 


19 % 


19 


1^% 


Kotice on 

Sulletin Board 


0 


0 


11 


9* 


Other 


4 




5 


4% 


Total 


177 


— 


1$2 


<«>««» 



(a) •other* includes: notlficctlon in activity org^n, 

telephone cont&.ct, supervisor, and recorder. 

(b) rigures tot 1 more than 122 because soae activities 
use more than one isanner of notifying augcesters. 
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tABL'* XII 



• ai::.ai.v»:d iv j'Tfc-i*G rai' 

3UGGC1TIOJI raCGilAy III 120 I-JaVAL ACTIViri .2 
Cv,NDyC*ri»;G 8 rll^^ICIAL SUGGr'SttOS .'«OG<tllS 
FJn FISCAL YS^.R 1949 



Records 

Maintained 


li umber of 
Activities 
Using Each 
; Is cord 


Per Cent of the 
120 Activities 
Using Each 
Record 


Serial tuabcr File 


79 


6 (}% 


Alphabetical N,c)®e File 


75 


S3 % 


Subject File 


67 


56^ 


Avcrd Winners File 


46 


39 % 


Other 


20 


17* 


Department File 


12 


lOjf 


Total 


(b) 

299 





(«) "Other** includes: follov-up file, alphabetically by 

rejections, coiamendatlons and %flnners file, Kerdex 
process file, and types of suggestions file. 

(b) This figure totals noro than 120 beciuse many activities 
Bainteln aore than one type of record. 






T^3LI XIII 



lliC^TlVZO, U ADL'iriO!,- '!Z I u : l> 

TO --TlMULATi r.*# : d’jriaK*Ti£Jtii 

II 120 KAVAt AC7IVITK.2 
COHDOf^TIKC aCAiCflGlAL CUOOK®.tI'»!l irtOGlAVC 
FOH FTsn((\.r y~!AR 1949 



Incentives 

Used 


TIumber of 
Activities 
Using Sach 
Incentive 


JK of the 
120 Activities 
Using Each 
Incentive 


Bulletin Bo rd. Xotice 


SO 


67f 


Publicity in 
Activity Org n 


67 


565^ 


Personal Contact 


64 


53< 


Other 


31 


26 ^ 


Direct Fall 


11 


9> 


Total 


253 





(a) '•Gthar" Incluctes: radio, payroll inserts, talse, 
Loc .1 newspapers, public addresc system, b*ci of 
telephone book, honor roll, and contests. 

(b) Ihie figure totals sore then 120 bec?-use many 
activities use more than one type of incentive. 



- ^ 



.‘Alt*. XIV 



fWwv^.Qr. *'■ \pi .;c- Yr»:,«ii *AV 

rar suGGi :t3oei.’. -r*»i 

IK SI KAVAL ACTIVITIC3 aY PITkC^ICK G*ii. 15^ 



i 



I k 



(a) 



Function 

Group 


Huffiber 
Activities 
An O'- ©ring 


Aver-^ge 

KiXiffiua 

Award 


Average 
5?ir8t Year's 
Savings 


Award 
as % of 
^^ving* 


I 


20 


>319 


§4l.o4l 


.JSf 


II 


19 


t356 


160,9^9 


.56J^ 


III 


ih 


*693 


S22,S72 


3.03^ 


IV 


l6 


§295 


tl5,36S 


1.91^ 


V 


12 


t350 


§96.352 


.36^ 


Total 


SI 








i'cA 

Average 




>392.30 


V^5»6S5.21 


.S6t 



(a) Intangible awards, where savings could not be 
ffis&sured in dollars *Jid cents, htve been excluded. 

(b) This is the average of all activities resoonding 
and is not a sistple average of the Gr-oup averages. 
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XV 



or TKl >AXIHVU AifAXP3 

L-vrii FRin:’:**: D fo 

I* 81 SAVAL ACTIYI?I,rs, 9Y F’’'CTIv3 Gr^i-U? 



Arasunt 
Cf Cash 
Avprd 


Function Group 


Average 
Per Cent 


I 


II 


III • 
« 
0 


IV 


V 


Up to iioo 


25^ 


26 X 


» 

a 


25 % 


33J8 


23 . 2 * 


;101 to ^275 


45jg 




79^si 

• 


50 % 


5gje 




#276 to 11,000 


20^ 


21^ 


0 : 
• 


19% 


0 


12 .C;a 


tl ,001 pnfi over 


10^ 


21^ 


l4jg: 

• 

• 


6 ^ 


9? 


10 . OJ 



(r) Simple average of the Group everages 
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fAUL. XVI 

AV^-lAGi; KtJK3“a or EXPLOyr'^3, > KC»-lt?.QS ..r /r-:3f^ 
AND p/'KTICX? ^TIO«» FOH |{>,VAL ACTIVI"'U; 

C.->rD-.iCTIiG eSKSnClAL 'MGGCSri-j* 

rnKCTl'i> C • iscUl 19‘49 



1 


2 


3 




5 


Function 

Gro'.jp 


p-.* i-a-.-. 1. j . »r»ri i . . 1 1 

Aver ge 
Su*aber of 
Civilian 
”tjiployees 


' erccnt'»ge 
of Ciitj^loyees 
th t rre 
'.’oaien 


P^rticlO' tion 
i<ate 
(No. of 
Surges liens 

poi' 100 
exyloyees) 


Co- rect'.d 
Prrt Icin'* tion 
:is te 
(Vo. of 
Suyrgesters 
oer 100 
e-^-loy-ea) 


I 


2 , 51 S 


15 . 2 ;^ 


11.2 


9.6 


II 


3,9S5 


13 . 9 ^ 


25. 6 


20.2 


III 


iMo 


1 . 9 % 


6.9 


S.O 


IV 


1,99^ 


31 . 2 ^ 


6.0 


5> 


V 




^1.0*’ 


4.2 


5 .^ 


(?) 

Averct'e 


2.153 


22.6^ 


i4.7 


10. r 



(a) This Is the average of all actlTltiea reaponding 
and i* not a il»rle average of the Crouo avenges 
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DISCUSaiOK AKD INTE-M HETaTION 

Quftstlonnelre Returns . Completed questionnaires 

vere returned by one hundred twenty-five activities. This 

/ 

was of the one hundred fifty- two questionnaires which 

hfsd been distributed. In addition to the activities return- 
ing questionnaires, two activities replied with letters only, 
explaining why they were unable to complete the questionnaire. 
One stated that it could not divert the efforts of the 
activity from its normal functions in order to supply the 
information requested, unless a directive to do so was re- 
ceived from the Mavy Department. The other activity did not 
consider the questionnaire sufficiently important to warrant 
a reply and referred the matter to its cognisant bureau in 
Washington for a decision in the matter. 

Table II shows a composition of the survey dis- 
tribution by activity, bureau or office and the number and 
percentage of questionnaires returned from each. It is in- 
teresting to note that the percentage of return was over 73^ 
from each of the ten activities, bureaus or offices. The 
returns are, therefore, large enough from each group to be 
meaningful. 

Returns indicated that the activities surveyed 
had a positive interest in the subject and the majority had 
devoted considerable time and thought to completing the 
questionnaire. Most activities utilized the space provided, 
and margin area, for additional comments. Approximately 
appended official or personal letters in order to express 
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themselves more fully end completely, explain problems pecu- 
liar to their activity, and explain certain administrative 
techniques. A few enclosed sample copies of various reports, 
schedules, certificates and award pins. Nineteen activities 
requested copies of the results of this study. 

Segregation of Activities . For purposes of com- 
parison and ease of presentation, all of the 125 activities 
that cooperated in the survey are grouped into five categories 
according to function, and also into five categories accord- 
ing to size, 

1. Function. These groups will be referred to by 
Roman numerals. Each is composed, as nearly as possible, of 
those activities generally having the same function, as follows 

(a) Group I, entirely ’’Aviation", is composed of 
twenty-six activities under the management 
control of the Bureau of Aeronautics, 

(b) Group II, principally "Shipyards", Includes 
sixteen activities under the management control 
of the Bureau of Ships, nine activities under 
the Chief of Naval Operations, and one activity 
under the Bureau of Yards end Docks. It is 
composed of a total of twenty-six activities. 

(c) Group III, entirely "Ordnance", is composed of 
eighteen activities under the management control 
of the Bureau of Ordnance. 

(d) Group IV, principally * Supply" , includes seven- 
teen activities under the management control 
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of th« Bureau of *u»'. lice #ncJ Accounte, five 
actlvltioB under the Office of •avel 'Material, 
three sctivltlea under the Ksrlne Corps, **nd 
two activities under the Surc;ju of l^edlclna *nd 
Surgery. It Is composed of a total of t'*enty- 
seven activities. 

(e) Group V, entirely '* Admlnlstrstion” , includes 
ten activities under the raansgement control 
of the Chief of Naval Operations, six setlvltles 
under the Bureau of Ncval Personnel, four *ctlvi- 
ties under the Bureau of Medicine and ‘'>urgery, 
four under the darlne Corps, and also includes 
the four adialnlstratlve actlvltieo located In 
Weshington for the Bureau of Aeronautics, Bur- 
eau of Ordnance, Office of faval l-r-terlel and 
the Bureau of Xards and DocJSc. The Group is 
composed of a total of twenty-eight activities. 

2. Size, These groups will be referred to by capi- 
tal letters. Each activity Is placed in one of five groups 
depending on the average number of civilian omplcy»e«! report- 
ed for fiscal year Table III showa the dl«tribution 

of activities according to size and function, 

Results. In oresentlng the results obtained from 
the survey, each area of the study will be considered separat- 
ely, and questions pertaining to each area will be discussed 
individually. Appendix D gives a eum-uary of the survey rerults 
in tabuler form. It indicates the total number of ctivltles 
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th* t answered each question nd the percentage of tctivltles 
that selected each res onse In e< ch indlvldu 1 queT'tlon. 

1. General. The General area of the study is com- 
posed of questions: 1. 4, S, 9, 10, l6, 45, 59, and 67. 

The results of question 1, "Nace of Activity*, are explained 
In Table II which gives the percentage of return for each 
type of activity. 

Question 2 aslcs: "Date your Beneficial Suggestion 

Program was started." One hundred-seven activities answered 
this question, disclosing that 37/^ ol* sugge<^tlon programs 
^ had been initiated since the end of World W'ar II, Eleven 
I per cent of the programs were installed between I91S and 1941, 
prior to World War II, Over of the programs were started 
during the war years, and the majority of these commenced 
operation prior to July, 19^3* might be interesting to 
note that, among the one hundred- seven activities answering 
this question, the total period of suggestion activity is over 
seven hundred years. 

All activities responding answered question 4, which 
asits: "In your opinion how effective is the Beneficial Sug- 

gestion Program at your activity?" Sixty-nine activities, 
or 35 %* replied that the effectiveness of their program was 
"satisfactory." Fifteen per cent described it as "below 
^ average", while 22 % called it "better than average." At 
^ each extreme, namely the "very poor" and "excellent" ratings, 

' ve find of the activities. One activity that marked its 
program "below average", stated as the reason: "...because 
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of poor utilization of suggestions for benefit of activity. 

Poor committee action," 

Only three activities did not answer question &, 
which asits: "Do you recocmend th» t all personnel in uniform 

participate in the Suggestion Program on an equal basis with 
civilian employees?" Fifty-seven per cent of the 122 activi- 
ties replying answered "ye*’." Fifteen per cent thought that 
it should be limited to "Enlisted Personnel only", and only 
26^ of the activities answered "no," 

The results of the survey indicate th- t the mctjor- 
ity of Naval activities hold the sane Opinion as Becton (3*P»57) 
who, as fi result of his ooraoarative study of the Navy Program 
with the systems used in industry, stated: "A program that 

has proven its value many times over to civilians employed by 
the Navy can be made much more effective by extending it to 
the personnel in uniform." A committee has been established 
in the Personnel Policy Board to study the matter of presenting 
cash awards to military personnel but lias not ae yet made any 
specific recommendations.^ 

Question 9 asks: "The present Inrtructlons provide 

that *no award shall be paid to any officer or employee for 
any suggestion which represents a pert of the normal require- 
ments of the duties of his position.’ Do you feel that this, 
to a certain extent restricts the number of oosslble good sug- 
I gestions?" All 125 activities answered this question, S0% of 

7. Information furnished by the Research Division, Navy 
Department, Washington, D*C. 



36 



t» em said "no", while 4o< answered '’yeo." The following con- 

ments are typlc*l of tho<'^ v'hlch >ere expreseed: 

It Is sometimes difficult to deter»*‘lne and to 
convince suggester wherein suggestion Is part 
of regular duties. Turtherraore, decisions 
are not uniform between activities. 

Personnel have in some instances adopted the 
defeatist attitude that the suggestion will 
be considered part of his position and will 
not bother to either check further or submit it. 

Limits the little extra effort which might result 
in a Vfluable idea. 

It is human nature to do only vhat one must 
do. Absence of monetary incentive Is bound 
to restrict to some extent. 

It is difficult to draw a line to decide if 
I or if not part of duties. This regulation is 

in dire need of clarification. Many suggestions 
are not forthcoming beccuse potential suggesters 
. have nothing to gain. 

• 

'Normal requirements of the duties' is too 
broad a statement and practically eliminates 
: supervisors from receiving awards. 

...instruction eliminates an incentive to 
j exercise initiative. 

j It undoubtedly restricts the number of 'eug- 

I gestlons' though not necessarily the number of 

'improvements' as supervisors make 'Improvements' 

! without submitting them os suggestions, 

...do not recommend change because it would 
establish a precedent of'^avard for normal duty. 

Many of the comments which were volunteered indicat- 
ed that some activities find it difficult to determine whether 
or not some of the suggestions submitted represent a part of 
the normal requirements of the duties of the suggester' s posi- 
tion. As pointed out by Gelnwerth it is almost an Impossibil- 
ity to write up an eligibility policy in which every problem 
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and declRlon will be antlclneted. He states (I3, p.5^f)» 
"Eligibility provisions must of necessity be specifically 
forraulated to meet requirements of different Industries, var- 
ious types of organizations, and the kinds of vork found vlth- 
In the organizations. The ere tlve thinking expectancy for 
each individual Job depends entirely upon .anogenent* s own 
evaluation." He further adds, "There vlll always be so- 
called 'borderline eligibility cases', which will require sound 
Judgment to Interpret and resolve in the best interests of 

both the suggestion plan and the company requirements. It is 
always well in such cases to lean to the side of liberality... 
As such we should never let up in our continued efforts to 
explain eligibility and to educate all employees with respect 
to the provisions of the eligibility policy." 

Only one activity did not answer question 10, which 
asks: "To your knowledge, have you ever had an employee 

attempt to keep an idea or an invention a secret with the 
intention of using it for personal advantage or selling it 
for more elsewhere?" Ninety-six per cent of the 12k activities 
replying answered "no." Only four per cent had experienced 
this situation and these five activities are all Targe, being 
in Size Groups D and E« 

"To what extent has the suggestion program contri- 
buted to the success of good employee relations at your activ- 
ity?", which was question 16, was answered by 122 activities. 
The majority, 6lJ^, felt that the program had helped employee 
relations "to a moderate degree." More ectlvities, 20%, stated 
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that the program had helped "very little" than the 1 ^% which 
believed it had contributed "a great deal." One activity re- 
porting very little help volunteered the follov;lng comment, 
"However, management is definitely at fault since they do not 
pursue this objective." Only two activities reported that 
the program had not contributed at all to the success of good 
employee relations, and these eotlvltles were both in Group I A. 

The response to question 45 of the questionnaire, 
which asks, "Do your employees sometimes use the Suggestion 
Program as an outlet for grievances, without also submitting 
a suggestion on how to improve the situation?" was very large 
as all except one activity ansvrered. Sixty-four per cent 
answered "no" and the remaining thirty-six per cent said "yes." 
The majority of comments elicited by this question indicated 
that those activities which answered "yes" qualified their 
answer by stating that the situation arose "seldom", "very 
rarely" or "occasionally." Other typical oocraents were: 

These grievances are answered and are used 
by [Hanagement to study trends. Many expose 
conditions in the area of human relationships. 

The worst abuse is an attempt to use program 
to get ordinary maintenance items accomplished. 

Ho, we have a grievance system. 

Forty per cent of the activities answered "yes" to 
question 59» which asks: "Has your activity ever adopted any 

suggestions that were developed at other naval activities?" 

Of those activities answering in the affirmative, ^ 0 % did not 
have a record of the number adopted; however, the remainder 
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indicated that the average number of adoptions was five. 

Sixty per cent of the ll6 activities responding answered 
"no" to the question. 

Question 67 le of a general nature end should be 
discussed in this General area of the study; but, because 
this question was purposely put at the end of the questionnaire, 

' in order to elicit concluding remarks, it will be better to 
present the results from it after all other questions have 
been discussed. 

2. Attitude. The area of the study concerned with 
! Attitude is composed of questions: 3» 5» 12, I 3 , 1^, 

f 15 , and 55 . 

I 

All activities answered question 3» the first under 
the heading of Attitude, which asks: "Do you feel that the 

opportunities for your employees to make suggestions la more 
limited in your activity than in others?" To this question 
67 ^ answered "no" and 33/^ said "yes." It is interesting to 
note that fifty-nine per cent of the activities in Group V, 
with the main function of Administration, answered "yes" to 
this question; also, forty-nine per cent of the activities 
I in Group A, with less than five hundred civilian employees, 

answered "yes." Table IV shows the percentage of activities, 
in both function and size groups, that responded in the afflrm- 
atlve to this question. The responses indicate that the smaller 
non- industrial activities feel that their work is not as con- 
ducive to beneficial suggestions as that in some of the other 
activities. 
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The fictlvltlee answering "yes" were asked to state 

their reasons for answering as they did. The following coc- 

ments are typical of those expressed: 

Not an Industrial station, therefore not much 
opportunity. 

Only maintenance ~ not a shipyard. 

Large number non-English speaking, Illiterate 
employees. 

Due solely to the nature of the vrork performed. 
Majority of the employees engaged in clerical 
and storage duties. 

Due to the fact that this base is engaged in 
maintenance end logistic services in comparison 
with other activities which are highly industrial. 

Because all employees are in the clerical field 
and suggestions are only in the office. 

Offices handling paper work are not as fertile 
territory as plants handling materials or 
operating machines. 

Question 5 asks: "Do you feel that the suggestion 

program at your activity is worth all the effort and time 
expended administering it?" Only two activities did not 
answer the question and 93^ those responding replied "yes." 
Three activities said "no" and six activities Indicated that 
they vere "undecided." 

"If you had your choice, would your activity con- 
tinue to conduct a Beneficial Suggestion Program?" was the 
wording of question 6, This question obtained exactly the 
same response that was received from question 5* both in- 
stances 93^ of" the activities replied in the affirmative. 

It brought out the fact that, if given their own choice in 
the matter, those few activities that felt the program was 
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not worth-while would discontinue to c-'nduct a progr^-ai. 

All activities, except one, answered question 11 
which reads: "Do your employees have the attitude of indif- 

ference toward the Suggestion Program?" Thirty-six per cent 
answered "no" th:t Indifference did not exist. Eight per cent 
replied "yea", it did exist and flfty-aix per cent said that 
it existed "to a moderate extent." These figures show that 
a total of sixty-four per cent of the activities believe they 
are faced with an attitude of indifference among their employ- 
ees. It is Interesting to note that those activities claim- 
ing indifference were not clustered in any one group but were 
scattered among all the different categories of function and 
size. The condition brought to light by this question indic- 
ates th t unless something Is done to correct the situation, 
there la a good possibility that the program will fail at 
those activities where an attitude of indifference exists. 

The same belief is held by Gates (5» p.llS?) vho states: 

The principal cause of failure in the plans 
which have not met with success or which have 
gradually lost the employee's support has been 
indifference on the part of the employees. This 
Indifference can usually be traced to one or 
more of the following causes; 

a. Poorly Introduced system 

b. Improperly planned routines 

c. Lack of interest on the part 
of management 

d. Hostility of supervisors 

e. Delay in considering suggestions 

f. Insufficient awards 

Ninety-one per cent of the 122 activities responding 



answered "no" to question 12 which asks: "Do you feel that 

the limit of good suggestions from your employees has Just 
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about been reached?" Nine per cent replied "yes* to the 
question. There Is a direct relationship between this ques- 
tion and the proceeding question on employee attitudes. If 
a high degree of interest is predominant among the employees, 
then there is no limit to the possibility of receiving bene- 
ficial suggestions, Roethllsberger and Dickson (12, p.lS5) 
have the seme opinion and, as early as 1929 • made the follow- 
ing observation with regard to their experiments on working 
, conditions and employee efficiency at the Western Electric 
Company: ";vhat impressed management most, however, were the 

stores of latent energy and productive co-operation which 
clearly could be obtained from its working force under the 
right conditions. And among the factors making for these 
conditions the attitudes of employ^'cs stood out as being of 
predominant Importance..." 

Question 13 asks: "If the relation between labor 

and management were considered to be harmonious to a high 
; degree, do you feel that suggestions would still be forth- 
coming without the use of a formal suggestion system and 
promise of award?" The majority of activities, 39 % » answered 
I "no", while 4l,» of the 124 activities responding answered 
"yes." The following comments are representstive of those 
that were volunteered; 

It is believed a suggestion program would 
still be necessary to keep employees aware 
of the fact their ideas were needed... 

The cash award is the best incentive regardless 
of relationship. 
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Yes, providing there vras a inethod by which 
the employees received public recognition. 

Yes, as to older employees - not as to younger. 

Yes, but not as many as under a formal program. 

The type of comments received Indicate th' t even those who 

t 

answered "yes" to the question do not feel strongly thrt 
suggestions would still be forthcoming because most have 
found It necessary to qualify their afflrmstlve answers. 

To question l4, "Vhat is the primary objective of 
the Suggestion Program at your activity?” exactly of all 
activities responding said that "monetary savings" was their 
prime objective. There were th' t stated "improved in- 
dustrial relations" was the primary objective, and 22% select- 
ed an objective other then the two mentioned. The majority 
of those stating a different objective than the two choices 
given, indicated that either "safety" or "Increased efficiency" 
was the main objective. On the other hand, the National Assoc- 
iation of Suggesti'^n Systems determined from their 19^9 survey 
that the majority, Ss%, of the '^00 companies participating 
felt that "Improved industrial relrtions" was the primary 
objective and "monetary savings" was secondary (S, p, 25 ). 

That is in direct opposition to the results obtained from 
this study of Naval activities. 

It is felt thct there can be no final answer to 
this question and it is not too imuortant which objective is 
rated higher. The main thing is that both objectives are 
gained to the fullest extent. Seinwerth ( 13 , p.l3^)* In this 
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connection, has noted, "It Is difficult to say Just what Is 
the principal value of a suggestion plan.,. There does not 
seem to be much question that a well-administered plan will 
result in both better employee-employer relatione end more 
progresBlveness and efficiency In the business. .. one Is al- 
most entirely dependent on the other, and It would be im- 
possible to achieve either to any extent without achieving 
both," 

In response to question 15» which asks: "Which 

(techniques) do you consider to be the moot important?", 12 ^ 
selected "techniques used In giving recognition to good Ideas", 
and only 9^ chose "techniques used In rejecting suggestions." 
The greater majority of activities, 79 %, Indicated that they 
considered them of equal Importance. This question did not 
give much Information and for th'^t reason will not be dis- 
cussed further. The actual techniques of recognition and re- 
jection will be covered In the discussion of questions and 
^9 In the area of Procedure. 

Question 55 reads: "Do you feel th-t the cash awards 

as now provided are: too small, about right, or too high?" 

A total of 124 activities answered this question. Thirty-one 
per cent of €hem thought that the cash awards were "too email", 
and elxty-nlne per cent said that they were "about right." 

None of the activities thought the awards were"too high." 

Fifty per cent of the activities that said the awards were 
too email desired a straight percentage of from 5^ to 25 ^ of 
the first year's savings; the other half of these activities 
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recommended thpt the cash awards be Increased, but on a 
sliding scale. Table V shows the average recommended percent- 
ages of first year's savings as submitted by the activities 
th-:t felt the present cash awards were too small. It is sig- 
nificant that not one activity surveyed considered the cash 
awards as now provided to be too high. 

The National Association of Suggestion Systems 
(S, p.27) as a result of their 19^9 survey, notes: "... 10^ 
of the savings still is the most universally used percentage." 
In that survey the NASS determined that only nineteen per 
cent of all its members in industry, commerce, finance and 

government have lower or higher percentages than 10J^ as the 
basis for awards. The Navy with its sliding scale commencing 

at 5^ of the first year's savings falls within this small 
group. This is not nev’ but has been true for a number of 
years. The NASS survey for 19^5 indicated that the percentage 
award figure most generally used then was also 10 %, The sur- 
vey results revealed that a few companies exceeded this amount 
up to a high of ^0% (6, p,67). The Navy by comparison is low. 
Becton (3i P.30) also holds this opinion and, as a result of 
his comparative study of the Navy Program with industrial pro- 
grams, states: "The Navy's scale of award seems to be noti- 

ceably lower in comparison with the aifards permitted in the 
various industries... it compares somehwat unfavorably with 

g. Information furnished by the National Association of 
Suggestion Systems, Chicago, Illinois. 



I »• 




46 



the scale allowed by the companies surveyed." 

Aa previously mentioned, Gates said thrt one of the 
causes of an attitude of Indifference among employees is "in- 
sufficient awards" (5* p.1167). We learned from the response 
to question 11 that indifference is believed to exist in 
sixty-four per cent of the Naval activities conducting Bene- 
ficial Suggestion Frogreas and since the Navy also pays low 
awards there is a good possibility that insufficient awards 
is one of the causes of the situation. 

Many comments were volunteered by the activities 
centered around the issue of a fair reward for the efforts 
of the creative mind. The following are typical of the com- 
ments expressed: 

There is need for a $5 award; it would en- 
hance the value of the $10 award. Suggestions 
saving over llOOO should not be penalized if 
savings or other values are confirmed therefore 
straight 5^ would be better. 

We have I5 .00 minimum award. 

Believe the percentage of award to savings 
drops too sharply for the large savings. 

Reports..., show a high percentage of $10 
awards. Suggestions in this category include 
worthwhile ideas which currently have little 
use... and, also, many ideas which are relatively 
inconsequential but which have been adopted. 

It does not appear equitable to pay the same 
award for both. If provisions could be made for 
a $5 award it would save aprroxlmately $1500 a 
ye&r at this activity; it would increase the 
value of $10 as an award... 

Provisions should be made for a minimum cash award 
of at least $3,00 for suggestions which do not 
necessarily have a monetary saving, but aid in 
better working conditions,... 
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3 . Policy, The area of the study concerned with 
Policy is coniposed of questions 7 , 17 , Ig, 3I, 33, 35, 36, 

3S, 4 o, 4 l. 42 , 43, 44 , 46 , 47, 51, 56, 57, and 60. 

"Would you reoociiT.end that the commanding officers 
of Individual activities be empowered to approve payment of 
awards higher than $275.00 for any one suggestion?" is the 
way that question 7 reads. Seventy-eight per cent of the 
activities responding answered "no" to the question, and twenty- 
two per cent answered "yes." The majority, of the activi- 

ties that replied in the affirmative Indicated that the higher 
amount should be $500,00, while 17% desired that the amount 
be increased to $1,000.00. 

Question 17 asks: "Do you guarantee to all employ- 

ees, in writing, thr>t no one shall lose his Job or have his 
pay cut because of a suggestion made by him or another worker?" 
Only 11 $ of the activities enswered "yes" to this question. 

One hundred nine, or S 9 $, of the activities replied "no." 

The majority of comments volunteered by those 
activities answering "no" to the question Indicated that most 
activities had not considered it necessary to do so. Typical 
comments are; 

No, but believe it a good idea. 

No, but this policy is well understood by 

all hands. 

This idea is passed along by word of mouth. 

H? s never appeared necessary. 

No, and cannot see why this should be needed. 
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We have never thought of this - see no need 
of it. Simply doing this would be likely to 
suggest a line of thought to employees they 
apparently do not now have. 

Denz brings out the fact thi-t It Is often contended 
th t the widespread use of the suggestion system will tend 
to decrease employment; but, he believes the conserv tlon of 
man-hours and material means Just the ocposlte - It means 
more jobs (1, p.4). Evidently this contention exists In 
of the Naval activities because they see fit to ease any ap- 
prehension the employees may have by Issuing a guarantee in 
writing. Byrne (1, p.29f) offers a solution to the problem 

and states: *In order to overcome the fear that adoption of 
a suggestion may lead to the loss of a Job the only thing to 
do Is to sell the suggestion plan. A successful suggestion 
plan takes mutual understanding and trust." 

Eight activities did not answer question IS, which 
reads: "Does your activity use the number and quality of 

proposals from each employee as factors to be considered In 
raising wages and in making promotions?" Seventy-nine per 
cent answered "no", and the remaining twenty-one per cent 
replied "yes." Various comments were offered by those activi- 
ties that answered negatively to the question, some of which 
are quoted below; 

No, however. Informal acceptance of this 
idea has recently been discussed. 

Legality of so doing is questionable. 

No - but when he la otherwise under con- 
sideration it is an item for evaluating 
his potential. 
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Considered only In case of two employees 
othervlse evenly matched. 

Cnly to the extent It la e minor p^rt of 
the employees service Jacket. 

Kosher and Kingsley (7» p.5^1) feel that when the 
value of suggeations cennot be evaluated In monetary terms, 
the rewards for suggestions should consist of Increased est- 
eem, salary advancement, promotion and public recognition. 
They state: "If nonflnsnclal Incentives are to be used,... 

It Is necessary for the administrative staff to go to some 
lengths In sponsoring the policy and in making It kno^n that 
an employee's suggestion record will be accorded due weight 
In connection with advancement and promotion." There were 
21^ of the Naval activities that answered the question In 
the affirmative and evidently they feel that the good sug- 
gester should receive an additional remuneration, as do Kos- 
her and Kingsley. Three comments submitted by this group, 
which are typical of all others, follow: 

Making promotions only. 

Yes, to a small degree, will make more use 
of this In future. 

Interest In the work being done, ability, 
initiative, etc., are considered In making 
administrative pay increases and promotions - 
suggestions evidence this. 

Ninety per cent of the activities said "no" to 
question which asks: "Some commercial Suggestion and 

Award Systems allow the suggester to remain anonymous. If he 
so desires, rather than require him to identify himself. Do 
you believe such a plan would work more efficiently In your 
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activity than the nrerent systena?" It is Inte'estlng to note 
that some of the remaining ten oer cent th^*! answered "yes" 

I 

i to the question actually have anonjnnous systems in effect, 

I A few typical co ments fro... this group are: 

I 

j Anonymous system is presently used. 

I It Is being done here if sug^-'ester so elects. 

Our system has always been the anonymous system. 

It la the most favored; however, this is optional 
with any Individual employee. 

Suggerters may request anonymity at this Ihio- 
yard; only about one per cent request it. 

This activity requires the 8ugge«ter*s name on 
suggestion form but provides a space for hln^ to 
Indicate whether he does or does not desire hie 
name to be revealed to persons making the in- 
vestigation. This system is considered very 
satisfactory. 

On the other h.and, some of the activities that 

answered "no" submitted the following typical comments: 

No, but believe idea is good. 

It is not possible to make anonymous awards. 

Nany suggestions require contact with suggester 
to obtain actual data. 

Suggesters ere frequently contacted during 
adoption consideration for elaboration on their 
ideas and given an opportunity to assist in the 
final solution. 

' From the findings of P. A. Dens (1, p,5) ve can see 

that few persons desire anonymity. He states: "...when em- 
ployees have been given the option of submitting suggestions 
either signed or anonymously, over 99 per cent of the sug- 
gestions received are voluntarily signed." 

Ciuestion 33 asks: "Do you allow the sugge^-ter to 
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sit in as «n observer In the cootlnrs of the RU^^gention ceru- 
mittee?" A total of 121 ctivltles responded to this question 
of ' hich the 1# rge ir.oJorlty, said "no"; and t ie reravlping 

26 ^ answered "yes." A great number of the activities In Olzo 
Groups A Vind 3 said th t they maintained this policy, whereas 
only a few of the larger activities answered In the affirmative. 
This would seem to indicate thrt this policy would put too 
great a burden on an activity with a large number of employees. 
Typical examples of the comments received follow; 

Yes, if they desire. 

Not always possible due to distance involved. 

Would be serious loss of production time. 

No, but no reason why he could not attend 

If he so requested. 

If his presence is desired by committee 

he sits In at the meeting. 

Question 35 reads; "How many persons constitute 
your Beneficial Suggestion Committee? How many are civilians? 
Naval officers? Hov many represent management? How many are 
employee representatives?" Table VI shows the average number 
of persons on the Beneficial Suggestion Committees In each 
Function Group. It was revealed that an average of 7.2 per- 
sons constitute the committees at the II 3 activities which 
answered this question. Cf this number, 7®/^» or 5.6 persons 
of each committee are civilians, and the remainder, 22jS, are 
Naval officers. Thirteen per cent of the activities have no 
Navsl officers on the suggestion committee. Forty-three per 
cent of the committees do not have emoloyee represent'- tlves. 
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Of those activities alloying represent' tives of th'* emrloyeea 
to be raerabere, they fre outnucbered three to one, with 75^ 
representing management. 

It is intere'^ting to note th- t or 9 of the II3 
activities responding, have less than five members on their 
Beneficial Suggestion Committees, even though the Instructions 
state that the meraberehip will consist of five or more persons 

(10, p,^). Eighty per cent of all coamltteeG with less than 
five members vere clustered in Size Group A indlcrting th»t 

the small activities found It difficult, possibly o^lng to 
lach of personnel, to assign at least five persons to th®ir 
committees. This discrepancy was not peculiar to sny one 
Function Group but was found, to some extent, in all five. 

The majority of the Kavel activities, 51 %> re- 
port having employee representatives on their committees. 

This seems to be the best procedure according to Feldman 
(6, p,S64-), who stetes: "Employee representatives on the 

suggestion committee are found helpful because they tend to 
keep the employee' s point of view before the other members 
of the committee and because they inspire more confidence in 
the justice of the plan on the part of the workers." 

"How long do committee members serve?" is asked 
in question 36. One hundred nineteen activities answered 
this question and reported that 6l^ of their members serve 
for an "indefinite period"; serve for "one year"; and 

the remaining 15.^ serve from "eighteen months" to "f'^ur years." 
One of the larger activities has the policy of rotating 25,« 



of the committee members annually. 

Sixty per cent of the 119 activities responding* to 
question 3S onevered "yes.” The question asics*. In your 
activity, vhen an idea is accepted by the sug^^estlon committee 
and, put Into effect, does its adoption become mandatory for 
all designated departments?** Some of those answering ”yeB'' 
qualified their answer by adding the comment, "provided it 
Is adaptable to other departments. " 

The remaining forty per cent answered "no" and some 
added comments, a few of which follow: 

No, shoos end depertments too diversified. 

Awards are made only after widest possible 

adoption. 

No, except those of administrative nature. 

No, however. Department reviewing sug.-estion 

is responsible for full utilization. 

Question 40 ask.s: "Is the membership of the 'Sug- 

gestion Committee published to the employees?" The large 
majority, replied "yes"; and the remaining l6% of the 

122 activities responding said "no.** 

In answer to question 4l, "How often doss the Bene- 
ficial Suggestion Committee convene to consider suggestions?" 

replies ranged from "bi-weekly" to "every k months." The 
following replies were received by the indicated per cent 
of the 121 activities responding: "as necessary" - 35^» 
"monthly** - 26 %; "weekly, or less" - 20)5; ** every two weeks" - 
13 %’, and "every two to four months" - 4^. 

Gates (5, p. 11 ^ 7 ) mentioned that "delay in consider- 
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ing suggestions" one the causes of sn ettltude of In- 
difference existent among the emoloyecs. The results of 
Question 11 indicated that indifference is believed to exist 
in 6k% of the Naval activities. Since so many of the Commit- 
tees convene infrequently, there is an excellent possibility 
thr t this delay in considering suggestions is one of the 
causes of the existing attitude of indifference toward the 
Program. Seinwerth (I 3 , P»7(>) believes that regular weexly 
meetings of the committee should be held on a stated day and 
at a definite hour. 

"A two year limitation period is used in the pre- 
sent Beneficial Suggestion Program. Do you feel th- t this 
llniltatlon period should be changed?" is asked in question 42. 
The responses showed that 91% said “no" and feel the time 
limit should not be changed. On the other hand, 9% feel that 
the time limit should be shortened, most of these indicated 
their preference was "one year." The National Association 
of Suggestion Systems (S, p,26) determined by their 19^9 
survey that the one year limitation period was favored by 
63 ^ of the companies participating. 

Question ^!-3 asks: "In order to win the cooperation 

of supervisors, some commercial Suggestion and Award Systems 
provide for paying the foreman or superintendent a bonus based 
on the total number of ideas turned in by men under him, coupl- 
ed with ample publicity for him as well as for his men. Would 
you recommend that this policy be adopted by the Navy Sug- 
gestion Program?" The majority, 60%, of the activities re- 
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plied "no** to this question end the rear Inder, 40“', answered 
"yec.’* A great many comments were offered regar Ing this 



question which shoved thet a great deal of Interest Is center- 

I ed around the problem of how to win the cooperation of super- 

I 

I vlsore. The following comments are typical of those expressed: 

No, not worth extra work maintaining records. 

It would be unlimited in Shipyards since the 
men would have 2 or 3 supervisors. 

No, but recognition letters to such sup<“r- 
vlsors accomplish a similar purpose at this 
activity. 

Ko, would encourage collusion. 

Undecided, I believe the succe^° of the program 
depends on the Interest of the various super- 
visors; however, the above suggestion seems 
dangerous. 

Yes, strongly In favor of this, sure fire method 
of getting supervisors to push program. It com- 
pensates him for hie efforts. 

Yes, definitely. This would enhance program 
greatly. 

Yes, to the extent of formal recognition but 
not any monetary awards. 

In answer to question "How are awards for sug- 
gestions with Intangible benefits determined?" the gre^ t 
majority of activities indicated that they had no fixed pro- 
cedure nor method of determining the value of suggestions in- 
volving intangible benefits, other then committee discussion 
of each individual case. It would be too lengthy to attempt 
to list all comments submitted in answer to this question, 
but a few will be presented which are considered to be typical. 
Left up to the discretion of the committee. 



56 



This Is always difficult. £,■ ch case inuct 
be considered on its merits... 

c have no definite standard. 

Indlridually in e ch case after heated 
discussion. 

In general, minimum award for suggestions 
with no tangible savings. 

There is no determinate scale. Each sug- 
gestion is discussed individually and award 
determined. This procedure is not too satis- 
factory, however, and it is hored thrt a 
better and consistent method can be evolved. 

Degree of hazardness or helpfulness, originality 
and application.' 

3y use of point system presented at Eastern 
Regional NASS Conference - Now York, Kay 6, 19^3. 

Token award (minimum award). 

No set rule is followed, the committee evaluates 
the merit of a suggestion. It might be advisable, 
for OIR at Navy Department to establish guide 
lines which would be uniform at all activities. 

Rule of thumb estimate. 

Illinois Central Method X 2; l.o. $10 award 
minimum instead of l5» 

Safety, health and morale factors. 

By committee consideration of scope end the 
potential gain or loss. This is the most 
difficult of all evaluations... 

Ve are guided by the criteria in Department 
of the Army Civilian Personnel Regulations 
S 3, Kay 19^+9. 

By Beneficial Suggestion Committee using their 
own good Judgment according to the circumstances 
of every case. Do not believe it is possible to 
lay down any formula for this. 

Three activities indicated that they used the 



Illinois Central Railroad system as a guide for evaluating 
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Intangible suggestions. For th t reason, an outline of this 
system Is presented in Appendix E, The reason th’jt this 
system vas selected over any other was because, as far as 
this writer could determine, there were no more than three 
activities that used the same fixed procedure or method In 
evaluating their Intangible suggestions. Gates (5» p.llS25) 
states that in regard to the establishment of a suggestion 
system there should be “a provision to insure as nearly uni- 
form valuation of suggestions as possible," 

Question 46 asks: "In your activity, what Is con- 

sidered a suitable time limit for the acltnowledgment of sug- 
gestions?" The responses indicated a range of from "one day" 
to "two months* as the time required to acknowledge sugges- 
tions. Eighty per cent of the activities acknowledge within 
"one week"; end the majority of the remaining twenty per cent 
perform this task in "two weeks." Some, however, admit that 
It takes them from "two weeks" to "two months" to acknowledge 
a suggestion. 

It is gratifying to note that the majority of 
activities attempt to acknowledge suggestions almost immed- 
iately; but the minority, which are careless and have undue 
delays in handling their suggestions, are only contributing 
to a lack of success in their suggestion programs. In the 
following, Feldman (6, p,26l) explains the great importance 
the suggestion has to the suggester and how he can become 
discouraged by undue delays. He states: 

Some of the negative hindrances to suggestion 

systems are the unpleasant experiences after 
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auggeotlons have been aubmltted. The attitude 
of a suggester Is usually like that of an 
amateur writer who has sent a story to a maga- 
zine. He Is fired with hlc Idea; he Is sure th t 
It Is extremely Important; he Is keen for a reply, 
and he Interprets every day's delay either as an 
augury of success or as a proof of neglect. 

When he receives no acknowledgment end there Is 
a long delay he le discouraged. , . 

Continuing our discussion of the time Involved in 
handling suggestions we look at question 47, which reads: 

"What Is the average length of time required In your activity 
for the processing of suggestions after receipt?" The res- 
ponses Indicated a range of from "one week" to "six months" 
as the time required to process suggestions, A few activities 
were unable to indicate the average time needed for this 
function because It varied so much. Thirty-six per cent of 
the activities require "one month", on the average, to pro- 
cess suggestions; and twenty-six per cent Indicate that an 
I average time of "two months" Is needed. The majority, 62 %, 
j of the 112 activities responding process in one or tv;o months 
j as indicated above; but, 22^ claim it takes them about "four 
I months." The next group, composed of 11 % of the activities, 

I needs "two weeks"; while, at the other extreme, ^% admit need- 
j ing "six months" time, on the average, to complete the func- 
■ tion of processing suggertions. 

It is recognized that on Individual suggestions 
this period of time can vary all the way from several days 
to several years, because many fectors affect the speed of 
handling and processing. It Is not practicable to set a 
time limit for this function. Selnwerth (I 3 , p.l4l) gives 
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his solution to the problem by saying: "About all th«t can 
be done Is to keep everlastingly at It, making every effort 
ev ry day to answer suggestions completely and promptly. 

But never, never, sacrifice thoroughness for speedl " 

Question ^1 asks: "Do you present the award to 

the suggester prior to the suggestion being put Into opera- 
tion?" One hundred seventeen activities answered this ques- 
tion, J2% of which replied "no"; end answered "yes," 

It Is interesting to note that forty per cent of Size Group A 
ansvrered In the aff irm*»tive that they do present the award 

before the suggestion is put into effect; but not one of 
the larger activities in Size Group E claimed doing this. 

It would seem that the majority of Naval activities, 
especially the larger ones, have the same outlook on this 
question as do certain authorities In industry. Denz (l,p.2S) 
states: "Employees are Just as much interested In seeing 

their ideas In use as they arc in the cash and there def- 
initely should not be any payment unless the suggestion Is 
put into effect." Selnwerth (IJ, p,139f) also feels the 
same way end says: "...the award should not be paid until 
the suggestion Is actually In effect. Thus the suggester 
is being paid for value received... It le true that the 
awards are delayed somewhat longer by holdlrg up payment until 
the idea is in use, but this Is more than offset by the other 
advantages. “ 

Question asks: "On what type of savings do 

you base your award?" The majority, ^6%, of the activities 
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surveyed replied th t they used, "net savings”; and, said 

they used *grose savings” on which to base their awards. 

It is the Intent of the Office of Industrial delations, 

Kavy Depc.rtaent, that all Naval activities will use "gross 
savings" in governing the cash awards to civilians for bene- 

9 

flcial suggestions. This Instruction has been published 
and promulgated to each individual Naval activity in NCPI 
(10, p. 9), the wording of which is "...A total estimate of 
the annual savings is made for the first year after the 
sugt’ention is adopted. All computations should be shown. 
•Overhead* or 'Burden* should not be considered. Cost of 
adoption should be shown." 

It is interesting to note that the above instruc- 
tion does not specifically state whether gross savings or 
net savings will govern atv-ards. Inasmuch as the majority, 
5655 , of all activities surveyed are using the wrong practice, 
it is this writer's opinion that the cause is merely a mis- 
interpretation of the wording in the instruction. 

In our discussion of question 55* under the area 
of Attitude, it was brought to light that the Navy's scale 
of awards is low. If most of the activities base these low 
awards on "net savings", then the suggester is being doubly 
penalized. 

The NASS Survey for 19^9 determined that there has 

9 . Information furnished by the Research Division, Navy 
Department, Washington, D.C. 
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been a s^'lng from using gross savings as a basis of figuring 

awards to the use of net savings. It should be pointed out, 
however, thst even though there has been this swing to net 
savings, of the savings still la the moot universally 
used percentage (S, 0,26). If the Navy offered n straight 
10^ of the first year's savings as a cesh award it might be 
satisfactory to base the awards on net savings, but as long 
as the award is low the only fair thing to do is base these 
awards on gross savings. 

Fifty-nine per cent of the activities surveyed 
answered "yes" to question 57 » which asks: "Does your activ- 

ity supplement the cash award with some other form of recog- 
nition?" They said that these other forms of recognition 
consist of: coramendatlon letters, framed certificates, per- 

sonal letters, award pins (some with changeable numbers), 
presentation of official photographs of ceremony, and pub- 
lication of name in activity organ and on bulletin board. 

Forty-one per cent of the activities said "no", 
they did not supplement the cash award with other forms of 
recognition. It ig interesting to note that only 11 ^ of the 
largest activities in Size Group E said that they do not use 
other forms of recognition; and 55)^ the smaller activities 
admitted they also do not use them. This indlcr-tes thnt the 
greet majority of the larger activities have recognized there 
exists on the part of employees a real desire for, and apprec- 
iation of, an emblem of recognition. The principle value of 
all of these recognition or merit awards, which supplement 
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the Cash avard, 1g that they provide ro e tangible trophy, 
or remembrance, for retentl n after the cash award ha? been 
spent. 

The wording of question 60 Is: "At present, there 

are no provisions for cash awards for the adoption of a sug- 
gestion by other governmental agencies or departments. Should 
provisions be made whereby the sugge'-ter would receive cesh 
awards from other dep'Drtments In return for the use of the 
suggestion?" The gre-t majority of the activities, 82^, re- 
plied "yes" to the question. Only 18^ answered "no" end some 
of their reasons for so answering are explained by the follow- 
ing two comments: "One payment from the U. Government 

should meet all of Its departments", and "It would Involve 
too much clerical work." 

4. Procedure. The area of the study concerned 
with Procedure la composed of questions: 29, JO, J2, J$, 4S, 

*^9, 50, 52, 53» 5^, 5« and 66. 

Questl-^n 29 asks: "How irtany suggestion boxes does 

your activity maintain?" and "How often are suggef-'tlons col- 
lected from the boxes?" It was revealed that the average 

number of suggestion boxes In each of the activities surveyed 

% 

Is l6.4. In the activities that use suggestion boxes, there - 
Is one box for every 137 employees. Table VII shows the 
ratio of employees to each suggestion box and the average 
number of boxes in each Function Group. It can be seen from 
the Table that there exists a much lower ratio In activities 
in Function Group V than In the other Groups, This indicates 
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that, in the activities entirely concerned with the function 
of Administration, one box serves a lesser number of persons 
than in other tyoos of activities. 

Table VIII shows how often suggestions are collect- 
ed from the suggestion boxes by each of the Function Groups, 
i The lanjority of oil activities state that they collect «ug- 
^ gestions ’•weekly.'’ Feldman (6, p.26l) states: "Suggestions 

should be collected frequently: at least twice a i^eek," The 
survey reveals that only about 27/^ the Naval activities 
replying collect their suggestions at least twice a week. 

"In what manner is the suggester able to transmit 

I 

I his suggestions to the Committee?" is the wording of ques- 

; tlon 30. Table IX shows the results of this quection in both 
number and oer cent of activities selecting each response. 
Most activities use between two and three different manners 
of transmitting the suggestions to the committee - "sugges- 
tion boxes* and "office ranil" were the two most popular 
systems and are used by ^ 0 % of the 121 activities reolylng. 

The response to question 32 , which asks: *How are 

your lnvt*stlgstlons handled?" Ig shown in Table X. It was 
revealed thst some activities use more than one method of 
investigating suggestions. The most popular methods are: 
"part time Inv stlgators" and investigations by "technical 
or staff" personnel. These are used by ^ 2 % of the activities 
replying. 

Question 39 asks: "Does the recorder devote him- 

I self exclusively to the function of administering the activ- 



ity suggostlon program?" One hundred twenty- three activi- 
ties answered this question, 92 , ^ of which replied "no, only 

pert time." On the other hand, S%, or ten activities answer- 
ed "yes." Eight of the ten sctlvities replying in the afflrma 

tivc are in Function Group II, all of which are also very 
large with over four thousand civilian emoloyees. The other 
two activities that answered yea are in Groups I and V, both 
of which have over twelve hundred employees. As expected, 

the response to this question revealed that only the largest 
activities could afford to have a full time flecorder; however, 
only of all the activities in Size Group S, having ov*»r 
5,000 civilian employees, utilize the services of a full 
time Recorder. 

In a very large activity, conducting a Beneficial 
Suggestion Program, it would seem that the potential savings 
and increased operating efficiency which can result from an 
effective program, would encourage management to assign a 
full time Recorder to the program. As Myra Curtis (7* p.539) 
so xvell said, "it is a sound administrative principle that 
a tiresome job is more likely to be attended to if it is 
made into an important duty for somebody than if it is merely 

a relatively unimportant incident of a larger Job." 

Questions and 49 ask; "What procedure do you 
have for informing a suggester thst his suggestion has been 
rejected?" and "How are suggesters notified of their awards?" 
Table XI clearly shows the response to these questions, by 
the 122 activities replying, and indicates the populprity 
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of the exlotont procedures for notifying the suggester of 
a rejection or an nvard. The most popul*r procedure in 
each of these functions Is notification by "personal letter"; 

end the second moot popular method is by "personal contact." 

I It is interesting to note that in only slightly more than 
I one-third of the cases, activities notify the suggester of 
a rejection by personal contact, Seinverth (1, p.27) believes 
j thet both of these orocedures should go hand in hand; he 
I states; "The best vay of explaining the reasons why a sugges- 
tion has not been adopted is to have a letter and a personal 
interview. I don't think that one takes the place of the 
other. The letter is the formal answer which the employee 
con keep. The personal interview prevents any misunderstand- 
ing." Feldman (6, p.264-) also realizes the im ortance of 
personal contrct with the suggester in the matter of rejec- 
tions; he says: "Sven a personal letter has the dlsadvont- 

age that it cannot sufficiently take into account the state 
of mind of the employee." 

Navy Civilian Personnel Instruction (10, p,8) 
states: "It is preferable to 'turn dovrn' suggestions by 

personal contact," This Indicates that the controlling ag- 
ency, the Office of Industrial Relations, realizes the ad- 
vantages of personal contact in rejecting suggestions; How- 
ever, the majority of activities, 6l%, do not follow this 
procedure. 

Only four activities did not answer que^-tion ^0, 
which asks: "Do you have a follow-up form or procedure to 
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expedite the inctalletlon of a Bug^estlon after It hap been 
accepted?" Sixty-five per cent of the 121 activities reply- 
ing, answered "no"; the remaining thirty-five per cent said 
"yog.« The following comments ere tyolcal of those given 
by the latter group: 

Progress questionnaire to cognizant Deoartment 

head at 30 day Intervals. 

Run it down by foot and phone. 

RechecJcs by Inveatigators. 

Send semi-monthly follow-up requiring an answer 

from the person responsible for installation. 

Tickler file set up and follow up made by 

recorder. 

Follow-up file. 

Work-order end follow up with department head. 

The next three questions in the area of the study 
on Procedure, are all concerned with the methods used in 
presenting awards. Question ^2 asks: "In your activity 

are formal presentation ceremonies used in presenting awards?" 
In answer to this question, of the one hundred twenty- 
two activities replying answered "yes." 

The second question of this group, number 53 » asks: 
"Who presents the award?" and "Where is the avrard presented?" 
Seventy per cent replied that the "Commanding Officer" pre- 
sented the award, with the remaining thirty per cent allow- 
ing the "department heads and supervisors" to make the 
presentation. The fact is brought out th'-t the majority of 
the activities are circumventing the supervisor in this im- 
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portent duty. Selnverth (I3, p.lll) in regard to award 

presentations, states: 

...It is dosireabl© for top management to 
be present at award ceremonies when the sire 
of the avmrds is outstanding but this does 
not necessarily mean th^ t top management 
should maHe the actual presentations. Give 
this pleasant assignment to the suggerter's 
own boss. It makes the boas feel thst he is 
an Integral part of the suggestion plan. It 
gives him another opportunity for pleasant 
constructive contacts with hie employees. 

This question also brought out the fact that the 
award is presented in the "office of the Commanding Officer" 
by 0*^® hundred-four activities replying; in the 

"work place" by in "public assembllec" by 11 %\ and In 

of the activities, the award is sent to the sugge^ter 
through "the mall accompanied by a letter." It is interest- 
ing to note that in only of the activities is the sug- 
gester given a feeling of importance and pride in a situation 
where his fellow workers may observe the ceremony. In regard 
to the promotional advantages of award presentations, Cein- 
werth (13, p.lll) further adds: "...If an employee Is pre- 
sented with on award in his department by his boss with the 
supervisor or general manager looking on, you can be sure 
that this news goes through the company by the grapevine in 
a hurry. It’ s Just another way of stimulating creative think- 
ing and more suggestions," 

Quf^stlon 5^1 the last question on awards, asks: 

"Are high awards presented in a different manner from low 
awards?" The response indicated that 76 % of the activities 
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said ”no" rnd do not differ<“ntlrte, vhlle the* remaining ?M% 
anev'ered ”yes." Most of those aneverlng In the affirmative 
stated th' t their general policy is for the commanding 
officer to present the high awards and the suoervisor or 
head of department presents the low awards. 

Question 5 ® asks; "Does your Suggestion Committee 
make It a practice of reviewing sugi'estlons a year after they 
have been adopted to see If they are still In effect and to 
compare the actual savings with the estimated savings?" The 
majority, of the one hundred twenty- two activities 

replying, said “no." Some of the comments volunteered by 
this group follow: 

No, but it seems like an excellent Idea. 

Not sufficient personnel to do this. 

This was formerly done, however, personnel 
and workload do not permit at this time. 

No, but- will do this in the future. 

Idea la now under consideration. 

Only thirteen activities actually have this policy in effect 

and evidently feel as does Soinwerth {I3, p. 66 ), vho says; 

It Is a good practice to review all suggestions 
a year after they have been adopted to see if 
they are still in effect and to co-pare the 
actual savings with the estimated. If It Is 
found that the actual savings exceed the 
estlmcted savings, an additional award Is paid 
the suggester. . . This one year review is an 
excellent means of checking estimates for accuracy. 

Table XII shows the response to question 66 , which 

asAs; "Which of the following records do you maintain to 

assist y^Ax in administering the program?" The three most 
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popular records used by the activities replying are: seriel 
number file, alphabetical name file, and a subject file. 

The practice of the majority of Naval activities Is the same 
as recommended by Denz (1, p.2S), who says: "The permanent 

records the t should be maintained in the suggestion plan are 
a record of every award winner and a record of all suggestions 
by subject." 

5. Promotion, The area of the study concerned 
with Promotion Is composed of questions: 19» 20, 21, 22, 23, 
24, 25, 26, 27, 2S, 34, and 37. 

The first question, number I9, under the heading 
of Promotion, asks: "Have you published an Employee Sug- 

gestion Handbook or Manual?" One hundred twenty- three activ- 
ities replied to this question, 79^ of which said "no," Many 
activities made comments and the following are typical of 
those volunteered: 

No, but It is an excellent Idea. 

Considered desirable but not Implemented 
due to lack of funds. 

No, but ve are In process of doing so. 

Yes, only recently published. The handbook 
has aroused excellent response and it is 
believed th-rt it Is a very necessary im^'lement. 

Yes, out of print - not essential. 

Only 21 % of the activities replied "yea" and evi- 
dently feel th-t the handbook Is helpful as does Osborn 
(11, p,277)* vho states: 

The basic promotional tool should be an 
attractive booklet which tells employees 
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Khat the auggentlon system Is, how it 
works, vhrt they've got to gain, end so 
on. This booklet should be something 
more then a few dreb pages. It should 
be lively and compelling like the one 
published by B, F, Goodrich, which in- 
creased the volume of suggertlons by 
nearly 65 per cent after It first 
cpperred. 

The NASS survey of 19^*-9 determined that of all 
companies surveyed published a handbook for their employees 
^ (g, p,?g). The Navy, with its 21HS, la noticeably more de- 
ficient in this respect than is Industry sa a whole. 

I Question 20 asks: "Do you make It e practice of 

' exolainlng the suggestion program to new employees during 
j indoctrination classes?" Only one activity did not reply 
to this question; of those responding, 6S^ replied "yes" and 
said "no." Question 21, also on the subject of training, 

I asks: "Do you make it a practice of explaining the suggestion 
i program to the older emrloyeen during training programs?" 

I All activities except one replied; S2^ of them said "yes", 

i 

I and the remainder said "no," In both cases, the majority 
I Of Naval activities do explain the suggestion program to 

J 

i their employees by educational and training programs. Denz 

I (1, p. 3 ) ®Iso realizes the Inrortence of this. He says that 

1 

■ the lack of success of suggestion programs has been attri- 
buted to: "...lack of an educational program to teach employ- 
ees how to submit quality suggertlons." It was found that 
none of the largest activities in Size Group answered "no" 
to either of the above questions. This indicates that those 
activities with many emcloyees are more apt to have educational 
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and training programs than thr smaller activities. 

"Do you utilize local naval public- tlons to pub- 
licize the suggestion nrogram and give publicity to indlvi- 
1 duals vrho have received avarde for their ideas?" is the word- 
ing of question 22, Fifty-eight per cent, the majority of 
the Navel activities, replied "frequently"; thirty-one oer 
cent said "occasionally"; and only eleven per cent answered 
"rarely or never." This indie. tee th t the majority of activi- 
ties see the need for publicizing the program and stimulating 
I participation. The results indicated th^^tnone of the larger 
j activities in Size Group E, nor the aviation activities in 
J Function Group I, replied "rarely or never" to this question. 
Table VII shows the results of question 23 vlth re- 
gard to the number of posters supplied and used. The question 

I asK.s: "How many posters does the Navy Dep»rtment Beneficial 

I 

j Suggestion Board supply to your activity each month? Hov 

, many of these do you actually use? Do you supplement these 

> posters with some of your own?" The average number of posters 

I supplied to all activities is IS.l; and the average number 

I used is 17 .^* '3’he comments received indicated that some 

activities did not receive any posters from the Navy Depart- 

* ment and others did not receive the posters regularily. Some 

I typical comments are: 

Navy Department posters have not been re- 
ceived monthly recently. 

Receive posters every three months. 

Receive posters every two months. 

Posters are not received regularily. 

I 

1 
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'e receive no if.onthly posters. 

None available. 

Eighty per cent of the activities said '*no", that they did 
not supplement these posters with any of their own; the re~ 

I Gaining twenty per cent answered "yes” to the question. 

Question esks: "What additional incentives do 

you use to stimulate the Suggestion Prograa?" The results 
front this question are presented In Table XIII. It was 
shown that the "bulletin board notice" was the most pooular 
method of stimulating the crogrrm by the 120 activities ans- 
wering the question. 

The next two questions In the area of the study 
on I-romotlon are concerned with suggestion contests. Ques- 
tion 25 reads: "Have you previously conducted suggestion 

contests?" A large majority, of the activities answered 

"no", Indlcf ting that this method of promoting participation 
has not been actively used. The NASS survey for 15^9 deter- 
mined that the general feeling of the companies surveyed, 
with regard to contests, v/ould seem to be that they do not 
have an imoortant place In suggestion activity (S, p.27f). 

On the other hand, to question 26 , which ashs: "Whether or 

not you have previously conducted suggestion contests, do 
you feel they are useful In stimulating participation?", the 
majority, 55J^» answered "yes"; 35/^ were "undecided"; and 10^ 

I said "no" they did not feel they were useful. This finding 
was In direct opposition to the results of the survey of 
^06 industrial companies. In which the majority answered "no" 
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to the same question (S, p.?7) 

Question 27 «sits: "Do you provide information In 

writing to your employees indie ting the names of persons 
who should toe contacted if advice or help Is needed in devel- 
oping and presenting ideas?" The response to the question 
indicates that a clear dichotomy exists between the 124 Naval 
activities replying - answered "yes" and said "no." 

The next question, number 2S, concerns the need 
for 'thought provokers.' It reads: "Do you periodically 

describe to all employees special problems vrhich are bother- 
ing the functions of your activity, in order to provoke thought 
in a certain direction?" Only 10^ of the activities said "yes" 
to this question, the cemainlng replied "no," The results 
indicate that only a small minority of the Naval activities 
feel, as does Osborn ( 11 , p.279)> that there is need for 
thought provokers. He states: "When creative thinking is 

thus focused, the quality as well as the quantity of sug- 
gestions is likely to increase. After ell, our imaginations 
must have bones to gnaw upon," Many of the 110 activities 
that answered "no" to the question volunteered comments 
which can be voiced in the statement of one activity: "Excel- 

lent idea, will do this in the future," This indicates thet - 
many recognize the need for doing this but haven't as yet 
put it into practice. 

Another question, number 37» further covers the 
need for encouraging creative thinking and will be discussed 
out of turn at this point. It asks; "Does the Recorder keep 
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a file of problems needing* solution in order to provide use- 
ful neterlel for thought provoking articles, pooters, ' nd 
talks?" Eighty-seven per cent, or I05 activities, answered 
"no", and thirteen per cent, or 16 activities, replied "yes" 
to the question. However, it is Interesting to note th‘ t 
a grc. t many activities subciltted conunente stating, in fact, 
that they thought it was a good idea and would encourage their 
Recorders to do this in the future. 

Question 3^ asks: "Is the Suggestion Conmlttee, 

at your activity, carrying out an active, well planned pro- 
motional program to maintain continuous employee Interest?" 
Only 17^ of the one hundred twenty-one activities replying 
to this question answered "yes." The majority, 595^1 replied 
"to a moderate extent"; and the remaining 24 ^ said "no." 

As we previously noted, under Attitude, Gates ( 5 » p. 11 ^ 7 ) 
believes thrt one of the cruses of indifference to the pro- 
gram on the part of employees is, "Improperly planned rou- 
tines." The point covered by this question, about which so 
many of the activities have admitted being careless, could 
well be the reason that the results to question 11 Indicated 
that the majority of Kaval activities believe they are faced 
with an attitude of indifference among their employees. 

6, Performance. The final area of the study con- 
cerned with Performance is composed of questions: 61, 62, 

63* 65. Question 6 j , from the General area of the 

study, will also be discussed in the last part of the dis- 



cussion of results. 
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Question 6l le the first question under the he d- 
ing- of Perforroonce and a8<C6: "''hat has been the highest aw rd, 

including initial and additional awards, paid at your activity 

for any one suggestion to date? What was the afflount of estim- 
ated annual savings for the first year of opertti n of this 
suggestion?" The replies to the question indicated thkt 
the highest award granted for a suggestion was #10,000, pre- 
sented to a Bureau of Ordnance employee on February 27, 1929. 
The suggestion concerned the invention of a variable delay 
fuse, the benefits of which cannot be considered as money 
saving, but rather as a scientific ordnance Imorovement . 

Table XIV shows the average maximum awards and resulting 
first year's savings for suggestions with tangible benefits 
in the 61 activities replying, by Function Groups. Table XV 
also refers to awards and shows the per cent of maximum awards 
by amsount in each Function Group. 

The results of questions 62 and 63 are presented 
In Tables VI and XVI. Table XVI shows the percentage of 
women employees in each Function Group. With regard to the 
potential ere tivs thinking of women to men, it was found 
by the Johnson O'Connor Foundation th^t their average creative 
talent Is definitely higher than the average man's, if the 
criteria are acceptable. As a result of seven hundred-two 
testa of women, it was determined thst the female is as much 
as twenty-five per cent ahead of the male in relative creativ- 
ity (11, p,21). This study of civilian emrloyees in the Navy 
cen neither prove nor disprove this statement that women have 
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greater Inventive minds. It will be seen in Table XVI th. t 
Function Groups IV ‘ nd V, which have the gre- ter orecentage 
of women employees, Include activities of a non-productive 
nature in which the opportunity to suggest is more limited; 
therefore, no conclusion can be drawn. 

Table XVI shows two methods of computing partici- 
! pation. Coluirn shows the method of computing the partici- 
pation rate which is now in use in the Navy. It is based 
on the number of suggestions received and therefore the ans- 
wer of 14,7 does not represent the actual number of individ- 
ual employees who submitted suggestions during the fiscal 
year 19^1. Column 5> however, has been termed the "corrected 
participation rate" because it is based on the actual number 
of Individual suggesters, which is usually less than the num- 
ber of 8L.gi;.estions received. This corrected method reveals 
th t the true rate of participation is actually only 10.?), 
which is appreciably lower than the previously computed rate 
of i 4-,7. Ihe Table shows that Function Group II had a high 
participation rate of 2 ^, 6 ; and, when the corrected rate of 
participation was computed, it dropped to a rate of 20,2. 

This discloses th?t about one employee out of five actually 
^ submitted suggestions; whereas, the method of computatlon 
I now in use would lead to the belief thrt one employee out of 
I four submitted suggestions. The difference, of course, is 
I accounted for by the many employees who submitted more than 
I one suggestion. 

' As pointed out. Function Group II has a high partlcl 

I 
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pation rate and Is two to six tlraes as high as the other 
Grouos. The other ‘ctlvltles, however, cen lower the ov»rall 
rate to the extent that the Navy does not compare too favor- 
ably with Industry on this point. Becton (3> p. 5^). as a re- 
sult of his compar tlve study of the Navy Program with the 
systems in industry, stated: "The Navy's participation rate 

is extremely low in comparison with the cample of industry 
covered in this survey." 

Question 64- inquires: "Whet is the trend of your 

194-9 participation as compared with the sane oerlod in 194S?" 
The response to this question shows that indicated their 
trend is "upward"; 29 % said their trend is "down"; and 2 ^% 
show "no change" in trend. The activities that indicated a 
downward trend were not clustered in any one Group, but were 
representative of all Groups. 

The last question in the area of Performance, num- 
ber 65 , sales: "Indicate the approximate percentage of the 

total suggestions received in fiscal year 19^9 which come 
under the categories of: Technical, Mechanical, Administra- 
tion, Production, and Clerical." This was not answered by 
most activities and will not be discussed. It is felt that 
there were too few categories for expressing the nature of 
all suggestions, such as those pertaining to safety, improved 
methods, etc. Many activities found it difficult or impos- 
sible to segregate their suggestions into the five categories 
offered with the question. 

Question 67 asks: "It is recognized that some of 



the questions In this survey may be regarded as leading ques- 
tions. Hove they given you any Ideas which you intend to 
j adopt In the future administration of your Beneficial 3 ug- 
' gestion Program?" In answer to this question, 65^ of the 
one hundred twenty activities replying, answered "yes." This 
was gratifying to the writer, because It Is felt that this 
study will have been all the more worthwhile If it has stlmu- 
I lated thinking toward the Suggestion Program, In the majority 
. of the Naval activities participating In the study. Many of 
the activities mentioned thrt the following questions were 
the most helpful In giving them Ideas which will be beneficial 
in furthering their programs; the questions are: 17* 19* 20, 

23, 25, 26, 27. 2g. 31. 37, and 3S, 

Most activities offered comments in the space pro- 
vided at the end of the questionnaire. Some of the remarks 
will be quoted below: 

The questionnaire suggests Ideas for further 
developing the Beneficial Suggestion Program. 

It has likewise created further thinking which 
should result in an Improved progressive pro- 
motional program. 

One of the main faults of the program Is lack 
of adequate top level becking. Too often the 
chairmen and the recorder are given the adminis- 
tration of this program as additional duty, where 
In reality It is a full time Job to do a proper 
Job. Vigorous prosecution and complete publicity 
would return a far higher net savings than Is 
now realised, and employee relations would Im- 
prove. Further, the av/ard scale should not 
penalize an eaqiloyee who makes a suggestion 
saving a large amount of money. 

The value of the suggestion program is com- 
pletely dependent upon confidence and Interest 
by top management. There is no better means 



79 



to obteln, at a lalnlmura cost, methods ond 
Ideas that Till contribute to scfety, 
efficiency end morale. 

The most rerlous deficiency in the adminla- 
tr tion of sug£;eption programs is the attitude 
of management, Vost Installati 'na ecceot the 
progrjom as a necessary nuisance nd allocate 
a rainiraum amount of time to its administration. 

Due to the current deactivation it is excected 
that the receipt of suggestions will be sub- 
stantially reduced. 

Plans are being formulated to operate the 
progr 4 .ni more vigorously. 

It is felt that the Beneficial Suggestion 
Program has been very valuable to this activity 
mainly as a factor in good human relations. 

It is now recognized that the success of such n 
program is primarily dependent upon the publicity 
given to it and the personal interest of the 
supervisors and Industrial Relations Department 
given to encouraging participation. 

Reduced personnel complement and budget dis- 
courages training supervisors and putting pro- 
gram over to those potential sugpesters, 

A sense of Insecurity brought about by several 
reductions in force during the last six months 
of the calendar year 19^9 are believed to have 
adversely affected employees interest and par- 
ticipation in the Beneficial Suggestion Program. 

Reduced ceiling in personnel office precludes 
any type of extra curricular activity. 

Beneficial Suggestion Programs are successful to 
the extent that they are understood and stimulated 
by supervisory personnel. The suggestion program 
Is inevitably a reflection of the quality of the 
supervisor at the installation. 

The Beneficial Suggestion Committee in reviewing 
this questionnaire have found it very helpful 
for coordinating future beneficial suggestion 
programs. 

These concluding comments ere representative of all 



the Naval activities that participated in this survey. A gre»t 
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many of the remarks show th-t the activities realize th t a 
Suggestion Program cannot retain its effectiveness without 
continued and enthusiastic support of the management personnel 
responsible for the program at each activity. Gates (5#p.HSg) 
also brought out this point when he said: *ilanagement must 

be conscientiously and unselfishly interested in the plan if 
it expects the employees to support it by their effective 
pcrtlclpation, " / 

An activity mentioned that the success of the pro- 
gram is dependent on the personal interest given by the super- 
visors in encouraging participation. This is very true be- 
cause we previously gathered from Katz that although the sug- 
gestion system was introduced in order to correct the fact 
that the communication process has broken down, it is not 
solving the problem (4, p.l49). The success is therefore 
partly dependent on the supervisor himself. Osborn (11, p.275) 

also feels that this point is important and states: 

The attitude of the supervisory force can make 
or break a suggestion system. When a worker 
fails to volunteer ideas it is often because he 
is afraid to *go over the head* of his foremen. 

Some supervisors against their own good, have 
actually discouraged participation. Many com- 
panies find thst the most and best suggestions 
come from those departments which are headed 
by men w’ho not only encourage but actually help 
their people to submit ideas. 

The activity that commented that the program had been very 
valuable "as a factor in good human relations", indicates 
th?t some activities feel as do Mosher snd Kingsley. They 
^7i p. 5 ^ 2 ) state: "In the final dialysis, personal adminis- 

tration is a matter of proper human relations and the operation 
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of the suggestion system offers unique oppottunities for 
developing such relations." 
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SUJJ’AHY AND COWCLUOIONS 

Summfery . The first full fledged 8ugge<?tion system 
in the United States vas Initiated in 1913 by the United 
States Kevy. The Navy Beneficial Suggestion Program has ex- 
panded to the extent that the Navy Is nov; one of the leading 
governmental agencies in the operation of employee vsuggestion 
programs. An extensive survey has never been made of all 
the Naval activities conducting Suggestion Programs for the 
purpose of obtaining facts and opinions regarding the admin- 
istrative techniques employed vithln esch activity in con- 
ducting its own program. 

This study has attempted to determine the differ- 
ences existing in the administrative techniques used by the 

many Naval activities conducting Beneficial Suggestion Pro- 
grams. In order to gather facts and opinions regarding the 
techniques used, a questionnaire was devised and dlctrlbuted 
to 152 Naval activities known to have had a Suggestion Pro- 
gram in effect during the fiscal year 19^9* "^he questionnaire 
was composed of sixty-seven questions based on six areas of 
the study, as follows: (1) General, (2) Attitude, ( 3 ) Policy, 

(4-) Procedure, (5) Promotion, and (6) Performance, Completed 
questionnaires were returned by 125 activities; this was 32.2^ 
of the 152 questionnaires which had been distributed. 

The results of the survey show th'^t numerous dif- 
ferences are to be found in the administrative techniques 
used in conducting the Beneficial Suggestion Program at the 
125 activities particlpa ting in the survey. Some of these 
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varlancec are in direct opposition to existing Instructions, 
possibly due to a difference of intei^'etationB. Other var- 
iances arc peculiar to the size and function of the activity. 

Conclusions . On the basis of the results of the 
survey obtained in this study, the follovlng conclusions are 
ciade; 

1 . The greater majority of the Naval activities 
surveyed desire that military personnel, either enlisted 

or officer, should enjoy the same privilege as civilian em- 
ployees vlth regard to receiving cash awards for suggestions 
adopted. 

2. Some activities find it difficult to detprElne 
whether or not some of the suggestions submitted represent 

e part of the normal requirements of the duties of the sug- 
gerter's position. 

3 . The great majority, of the activities 

participating feel that the Beneficial Suggestion Program 
is worth all the effort and time expended administering It. 
Those few activities that felt the program was not worthwhile 
also said they would not continue to conduct a program if 
given their own choice. 

M-. A total of sixty-four per cent of the activities 
believe they are faced with an attitude of indifference toward 

the Suggestion Program among their employees. 

5 . The Navy's sliding scale for cash awards, com- 
mencing at 5 ^ of 1:1^0 first year' s savings, is exceedingly 
low in comoarison with the awards permitted by civilian com- 
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paniee In Industry, comt.erco, or finance. The most univ- 
ersally used percentape is a straight lOJJ of the flr'-t 
year’s savings. 

6. The majority of all rctlvltlee surveyed use 
"net scvinps" in governing the cash awards to civilians for 
beneficial suggestions which are adopted. This is contra- 
dictory to the Intent of the Office of Industrial Relations 
that all activities will base awards on "gross savlnrs." 
Existing Instructions on the matter are neither clear nor 
soeclf Ic. 

7 . ^3ine activities have lees than five members 
constituting their Beneficial Suggestion Conurittees. This 
is in violation of existing instructions. 

The great majority of actlvltlpo do not have 
any sotlsfactory procedure, method, or guide for det<“railnlng 
the value of sugge'^tions Involving intangible benefits. 

9. Most of the smaller activities do not supple- 
ment the cash award with some other form of recognition. 

On the other hand, the gre-t majority of the larger activi- 
ties have recognized th-'t there exists on the pert of employ- 
ees a real desire for, and appreciation of, an additional 
emblen of recognition. 

10. Less than hslf of the activities with over 
five thousand civilian employees see fit to assign a full 
time Recorder exclusively to the function of administering 
the activity suggestion program. 

11. In only slightly more than one-third of the 
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activities is a suggester notified by personal contact that 
hla suggestion has been rejected. The Office of Indu<'trlal 
Relations has indicated in RCPI ?5 th* t the personal contact 
method is preferable; hovevrr, the majority of activities 
do not follow this procedure. 

IP, The majority of awards are presented by the 
Commanding Officer of the activity, in his office. It is 
evident that most activities do not realize that It is de- 
sirable for the suggester* s own boss to present the award 
in a situation where his fellow workervS may observe the cere- 
mony. 

13. Only about one out of every five activities 
surveyed has published a Suggestion Handbook or Manual for 
their employees. The Nryy is noticeably more deficient In 
this respect than Is industry as a whole where about half 
of all companies publish handbooks for their employees. 

1 ^. Very few of the activities surveyed could state 
that their Suggestion Committees were carrying out active, 
well planned promotional programs to maintain continuous 
employee interest. 

15. It Is necessary to educ-te the supervisory 
personnel in order th^t they will understand and stimulate 
the program. It is only by so doing that the program will 
be successful both from a standpoint of monetary savings, 
improved human relations, and as a successful channel of 
communications bet^/een workers and the supervisors. 

Recommendations. In order to correct certain 
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deficiencies existing in the Navy Beneficial Suggestion 
Program as a whole, the following recommend tions are offered: 

1 . Specific legislative reco'.nends tions should 
be requested from the committee in the Personnel Policy 
Board which has been established to study the matter of pre- 
senting cash awards to military personnel for suggestions 
adopted. 

2. The eligibility clause, which states th^it sug- 
gestions are not eligible for cash award consideration if 
they represent a part of the normal requirements of the 
duties of the euggester’s position, should be clarified. 

The activities should be made cognisant of the fact th^'t 
eligibility differs within each type of organization; and 
it is up to the individual activity to formulate their own 
eligibility pi'ovleions and see that they are promulgated 
to their employees. 

3 . Sech activity should be strohgly encouraged, 
perhaps ordered, to investigate their individual programs 
for the existence of: a. Poorly introduced system; b. Im- 
properly planned routines; c. Lack of interest on the part 
of management; d. Hostility or indifference of supervisors; 
end e. Delay in considering suggestions. Any of the above 
discrepancies which are found should be corrected in order 
to help eliminate an attitude of indifference toward the 
Suggestion Program among their employees. 

Executive Order 9^17 ot December 31» 19^^ 
should be revised in order to allovr for higher cash awards 
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to be presented to civilian employees of the Kavy for con- 
structive sugce^tlons which are adopted. It Is reconTcnded 
that the awards be based on a straight 10 % of the first ye. r*s 
savings. Genius Is Inspired by the thought of an sdeauate 
reward for efforts expended as well as for patriotism. 

5. The Instruction in NCPI 25 regarding the type 
of savings to be used in governing cash aw*^rds should be 
clarified. It should also state specifically that "gross 
savings" are to be used. 

6 . The next revision of .N'CPI 25 should include 

a guide to assist activities in the evaluation of intangible 
suggestions. It should be similar to the criteria presented 
for thrt purpose in the Air Force Civilian Personnel Manual 
ana the Army Civilian Personnel Regulations. 

7. All activities, and especially the smaller, 
should be more strongly encouraged to supplement the cash 
award with other forms of recognition which can be retained 
by the suggester after the cash award has been spent. 

3 . All Naval activities conducting Suggestion 
Programs should be strongly impressed v/ith the resultant 
advan'agea of using as many personal contacts as possible 
in the admlnistrstlon of the Program. They should be dis- 
couraged from handling everything with form letters or written 
communications. 

9 . In order to give the first line supervi'^ors 
more op ortunltles for pleasant constructive contacts with 
their employees. It would be desirable to encourage individual 
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activities to allow the suggester' s own boss to mtke the 
actual award pr sentation. This should be done in full view 
of his fellow worlcera, with the Commanding Officer or hie 
representative looking on. 3y so doing, the desirable hu&an 
relationships between the rank, and file and the supervl^'ors 
vrould be strengthened; and the problem of the communication 
process between supervisor and worker would be les'^ened by 
the Suggertion Program. 

10, The publication of a Suggestion Handbook or 
Kanual to all employees is a method of stimulating interest 
in the program which should be suggested to all Naval actlvi 
ties conducting Suggestion Programs. 

11, All activities sould be encouraged to see 
that their Suggestion Commltteea carry out active, veil plan 
ned promotional programs in order to maintain continuous 
employee interest. 
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CPL&D-49-132 
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NAVY DEPARTMENT 
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WASHINGTON 25. D.C. 
and refer to 



NAVY DEPARTMENT 



OIE 223 :aa 



WASHINGTON 25, D. C. 



SAVINGS 

BONDS 



10 Wov 1949 



CIRCUIAE LETTER 



From; Secretary of the Navy 

To: Chief of all Birreaus and Offices^ Navy Department 



Commandant, U. S. Marine Corps 



Suhj: Navy Department Beneficial Suggestions Program 

1. I am gratified to announce that the Department of the Navy was awarded 
a plaque hy the National Association of Suggestion Systems at the conven- 
tion in Cleveland, Ohio, on 25 October, for being the government establish- 
ment that showed greatest increase in participation by its civilian employ- 
ees in the Beneficial Suggestions Program during the calendar year 1948. 

2. Dinring the period specified, Navy employees submitted 38^873 sugges- 
tions, as compared with 28,029 the year before. Of the suggestions sub- 
mitted, 10,870 were deemed worthy of adoption eind resulted in annual sav- 
ings of $8,818,398 plus such intangible but important benefits as higher 
morale, improved employee relations and increased cooperation. Awards 
totalling $270,668 were made by naval activities for these suggestions. 

3. I do not consider this $270,000 award for beneficial suggestions as a 
permanent expenditure from naval appropriations . I do not even consider 
that it is properly lodged as an offset against the eight and three quarter 
million dollars saved. Rather, I look upon it as seed which we have sown 
in a fertile field with not only the expectancy, but the certainty, that 

we will reap hundreds of times over if we properly cultivate the field. 

4. In this day of shrinking appropriations it is more than ever important 
that we obtain for the country the utmost in defense for every Navy dollar 
expended. The Beneficial Suggestions Program has proved itself, not only 
in the Navy, but throughout industry. I suggest that you cause a check to 
be made of the effectiveness of the Beneficial Suggestions Program in the 
various activities under your management control, and take appropriate 
steps to insiore that the Navy will reap the benefit of all of its employ- 
ees ' ideas for improvement . 




FRANCIS P. MATTHEWS 



DISTRIBUTION : 

List 11 under 

OIR Special List #25 




APPENDIX B 



91 



ITROTC UNIT 

NORTHWESTERN UNIVERSITY 
EVANSTON, ILLINOIS 



29 December 19'^9 



From; LCDR. Ralph V. WILHELM, 83179/1310, USN 
To: 



SubJ : Questionnaire concerning Navy Beneficial Suggestion Program; 

request for completion of 

Enel; (1) Tv;o copies of Questionnaire, 

1, It is requested that one copy of the questionnaire, enclosure (Ij^ 
be completed and returned to me in the enclosed self-addressed enve- 
lope prior to 20 January 1950, 

2, All naval activities conducting Beneficial Suggestion Programs 
arc being surveyed, I am. conducting this study for, and r/ith the 
approval of, the Navy Department as part of my required v/orlc as a 
graduate student of Personnel Administration and Training at 
North'Tostern University, 

3 , Tho purpose of this survey is to obtain facts and opinions from 
you regarding the Beneficial Suggestion Progra.m being conducted 
v/ithin your activity, 

4, The questionnaire can be ansucrod by simply checking the 
appropriate blank, or by a v/ord or sentence. The second copy of 
the questionnaire may be retained for your files if desired, 

5, Upon com.plction of the study all questionnaires xilll be des- 
troyed, I assure you that your reply uill be treated as 
CONFIDENTIAL and only the sumiiiarizcd results of all activities 
v;ill be revealed. It is requested that you indicate the name of 
tho activity but you need not sign your name unless you so desire, 

6, Your cooperation and promptness in filling out this question- 
naire T/ill be greatly appreciated. 



R, V. WILHELM 
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QUES T lOnilAI RB 



(Upon conpletion of the study, this questionnaire v;ill be 
destroyed. Your reply -vill be treated as COrUIDEITTIAL and 
only the sxruiarized results of all activities \.dii bo re- 
vealed. If nore space is required, use reverse side.) 

. Nar.ie of activity: 

’. Date your Beneficial Suggestion Program v;as started: 

, . Do you feel that the opportunities for your employees to make sug- 
gestions is more limited in your activity than in others? 

3.1 Yes, If yes, state v/hy: 

3 . 2 iTo i_ 

. In your opinion hovr effective is the Beneficial Suggestion Program 
at your activity? 

4.1 Very poor 

4.2 Belo\j average 

4.3 Satisfactory 

4.4 Better than average 

4.5 Excellent 

Do you feel that the suggestion program at your activity is v/orth 
all the effort and tine expended administering it? 

5.1 Yes 

5.2 No 

5.3 Undecided 

. If you had your choice, mould youjr activity continue to conduct 
a Beneficial Suggestion Program? 

6.1 No 

6.2 Undecided 

6.3 Yes 

V/ould you recormiend that the corvianding officers of Individual 
activities be enpo'.'ered to approve payment of auards higher than 
6275.00 for any_one suggestion? 

7.1 _ Yes. if yes, up to i;hat amount? $ 

7.2 No 

, Do you recommend that all personnel in uniform participate in the 
Suggestion Program on an equal basis vrith civilian employees? 

8.1 Yes 

8.2 Enlisted Personnel only 

8.3 ~ No 

*. The present instructions provide that "no a'./ard shall be paid to 
any officer or employee for any suggestion uhich represents a part 
of the normal requirements of the duties of his position." Do you 
feel that this, to a certain extent, restricts the number of 
possible good suggestions? 

9.1 Yes, If yes, explain, 

9.2 No ' ' 



Inclosure ( 1 ) 
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10 . To your l:no" 7 ledr;e , have you ever had an onployee attempt to keep an 
idea or an invention a secret vith the intention of using it for 
personal advantage or selling it for r'iOre elsevhere? 

10.1 Yes 

10.2 No 

11 . Do your employees have the attitude of indifference tov/ard the 
Suggestion Prograra? 

11.1 Yes 

11.2 To a moderate extent 

11.3 No 

12 . Do you feel that the limit of good suggestions from your employees 
has just about been reached? 

12.1 Yes 

12.2 No 



13. If the relation betvjeen labor and management r/ere considered to be 
harmonious to a high degree, do you feel that suggestions v/ould 
still be forthcoming without the use of a formal suggestion system 
and proinise of award? 

13.1 No 

13.2 Yes 

14 . V/hat is the primary objective of the Suggestion Program at your 
activity? 

14.1 Monetary savings 

14.2 Improved industrial relations 

14.3 Other (state) 

1 5 . ^Vhich do you consider to be the most important? 

15.1 Techniques used in giving recognition to good ideas 

15.2 Techniques used in rejecting suggestions 

15.3 Consider them of equal importance 

16. To v;hat extent has the suggestion program contributed to the succes 
of good employee relations at your activity? 

16.1 None v;hat soever 

16.2 Very little 

16.3 To a moderate degree 

16.4 A great deal 

17. Do you guarantee to all employees, in writing, that no one shall 
lose his job or have his pay cut because of a suggestion made by 
him or another worker? 

17.1 No 

17.2 1 Yes 

18. Does your activity use the number and quality of proposals from 
each employee as factors to be considered in raising wages and in 
making 'oromotions? 

18.1 __ Yes 

18.2 ■ No 



19. Have you published an Employee Suggestion Handbook or Manual? 

19.1 'Yes 

19.2 No 



20, Do you make it a practice of explaining the suggestion program to 
new employees during indoctrination classes? 

20.1 No 

20.2 Yes 

21, Do you make it a practice of explaining the suggestion program to 
the older cmplovecs during training programs? 

21.1 Yos ‘ 

21.2 No 

12, Do you utilize local naval publications to publicize the suggestion 
program and give publicity to individuals who have received av/ards 
for their ideas? 

22.1 Frequently 

22.2 Occasionally 

22.3 Rarely or never 

^3.Hov; many posters does the Navy Department Beneficial Suggestion 

Board supply to your activity each month? How many of those 

do you actually use? Do you supplement these posters with 

some of your ovm? 

23.1 No 

23.2 ;;; Yes 

24. V/hat additional incentives do you use to stimulate the Suggestion 
Program? 

24.1 Bulletin board notice 

24.2 Publicity in activity organ 

24.3 Direct mall 

24.4 Personal contact 

24.5 Other (state) 

25 . Have you previously conducted suggestion contests? 

25.1 Yes 

25.2 No 

26 . Whether or not you have previously conducted suggestion contests, 
do you feel they arc useful in stimulating participation? 

26.1 No 

26.2 Undecided 

26.3 Yes 

27 . Do you provide information in v/riting to your employees indicating 

the names of persons who should be contacted if advice or help is 

needed in developing and presenting ideas? 

27.1 _ Yes 

27.2 ~ No 

28 . Do you periodically describe to all omployoos special problems 
which are bothering the functions of your activity, in order to 
provoke thought in a certain direction? 

28.1 Yes. If yes, how? 

28.2 No 

?9.How many suggestion boxes docs your activity maintain? 

Hov/ often arc suggestions collected from the boxes? 
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30. In v/hat nannor is 'cha suggcstcr able to transmit his suggestions 
to the Committee? 

30.1 Suggestion boxes 

30.2 U.S.Jiail 

30.3 Office or shop mail systems 

30.4 Other (state): 

31. Some conmercial Suggestion and Av/ard Systems allow the suggostor 
to remain anonymous, if ho so desires, rather than require him to 
identify himself. Do you believe such a plan v/ould work more 
efficiently in your activity than the present system? 

31.1 No 

31.2 Yes 

32, How are your investigations handled? 

32.1 Full time investigators 

32.2 Part tine investigators 

32.3 Supervision 

32.4 Technical or Staff 

32.5 Other (state) 

33. Do you allov; the suggostor to sit in as an observer in the moctingg 
of the suggestion committee? 

33.1 Yes 

33.2 No 

34 . 1 s the Suggestion Committee j at your activity, carrying out an 
active, well-planned promotional program to maintain continuous 
employee interest? 

34.1 No 

34.2 To a moderate extent 

34.3 Yes 

35. How many persons constitute your Beneficial Suggestion Committee? 

Hov/ many arc civilians? Naval officers? 

Hov/ many represent management? 

How many are employee representatives? 

36. Ho’..- long do committee members serve? 

37 . Docs the Recorder keep a file of problems needing solution in order 
to provide useful material for thought provoking articles, posters 
and talks? 

37.1 Yes 

37.2 I No 

38. In your activity, when an idea is accepted by the suggestion com- 
mittee and put into effect, docs its adoption become mandatory for 
all designated departments? 

38.1 No 

38.2 Yes 

39. Docs the Recorder devote himself exclusively to the function of 
administering the activity suggestion program? 

39.1 Yes 

39.2 No, only part time 
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40. Is 0110 r.icmbcrship of the Suggestion Conrnittoo published to the 
onployoos? 

40.1 No 

40.2 Yes 

41. Hov/ often does the Beneficial Suggestion Cor.mittoo convene to 

consider suggestions? 

42, A tv;o year linitation period is used in the present Benficial 
Suggestion Program, Do you fool that this limitation period should 
bo changed? 

42.1 Yes, If yes, uliat limitation period do you rocoraiond? 

42.2 No 

1-3 » In order to T/in the cooperation of supervisors, some commercial 
Suggestion and A’./ard Systems provide for paying the foreman or 
superintendent a bonus based on the total nuiabor of ideas turned 
in by men under him, coupled with ample publicity for him as uoll 
as for his men, V/ould you recommend that this policy be adopted 
bv the Navy Suggestion Program? 

43,1 No 

* 43,2 Yes 

I H,Hov; are ar/ards for suggostions r/ith intangiblo bonofits determined? 



45. Do your employees sometimes use the Suggestion Program as an outlet 
for grievances, v.dthout also submitting a suggestion on hov; to 
improve the situation? 

45.1 Yes 

45.2 No 

46, In your activity, v/hat is considered a suitable time limit for the 
aclmoT/lodgomcnt of suggostions? 

47, V/hat is the average length of time required in your activity for 

the processing of suggostions after receipt? 

48, V/hat procedure do you have for informing a suggostcr that his sug- 
gestion has boon rejected? 

48.1 Notice on bulletin board 

48.2 ] Form letter 

48.3 Personal letter 

48.4 Personal interviov; 

48.5 ___ Other (state) 

49, Hov; are suggostors notified of their arards? 

49.1 Notice on bulletin board 

49.2 Form letter 

49.3 Personal letter 

49.4 Personal contact 

49.5 Other (state) . . 
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50 , Do you have a follov/-up form or procedure to expedite the installa- 
tion of a su2£>estion after it has been accepted? 

50.1 Yes, If yes, \?hat do you do? 

50.2 ; No !! 



51. Do you present the auard to the suggoster prior to the suggestion 
being put into operation? 

51.1 No 

51.2 ; Yes 

52 , In your activity arc formal presentation ceremonies used in pre- 
senting av.'ards? 

52.1 Yes 

52.2 No 

53. V/ho presents the av/ard? 

Vyiicrc is the award presented? [ " 

54 . Arc high av/ards presented in a different manner from lov; awards? 

54.1 _ Yes. If yes, explain; 

54.2 ~ No 

55 . Do you feel that the cash av;ards as nov; provided arc; 

55.1 Too small 

55.2 About right 

55.3 Too high 



If you fool that the present cash a\;ard should bo in- 
creased or decreased, please indicate your recommendation 
bo loT/; 



Estimated 
First Years 
Savings 


Present 

Cash 

A\jard 


Present 
Percent of 
First Years 
Savings 


PLCcomncnded 
Percent of 
First Years 
Sa^dugs 


. 




5.00^ 




$10,000 


$275 


2.75^ 





$100,000 


$725 


0.72% 


.... „ 


$1,000,000 


j 


^. 161 ^ 





56 . On \7hat typo of savings do you base your award? 

56.1 Gross savings 

56.2 Net savings 

57 . Docs your activity supplement the cash av/ard with some other form 

of recognition? 

57.1 Yes, If yes, explain; 

57.2 No 

58 , Does your Suggestion Committee make it a practice of reviewing 

suggestions a year after they have been adopted to sec if they are 
still in effect and to compare the actual savings v.dth the 
estimated savings? 

58.1 No 

58.2 Yes 
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59. Has yoiu* activit 3 ^ over adopted any su^;ccstions that v/oro developed 
at other naval activities? 

59.1 Yes. If yes, hor; nany? 

59.2 Mo 

60. At present, there are no provisions for cash auards for the 
adoption of a suggestion b^/- other govormontal agencies or depart- 
nonts. Should provisions bo made v/hereby the suggestor v/ould 
receive cash auards from other dopartuonts in return for the use 
of the suggestion? 

60.1 No 

60.2 Yes 



61, \'i/hat has boon the highest auard, including initial and additional 

av.’ards, paid at your activity for any one suggestion to date? $ 

IVliat T/as the ar.iount of estimated annual savings for the first year 
of operation of this suggestion?- $ 

62 , Please insert data as called for bolov;; 



1 


2 





4 ^ 


5 


6 


For 

Quarter 

Ending 


Nu£iber of 
Suggestions 
Submitted 


Number of 
Suggestions 
Adopted 


Number of 
Individual^ 
Suggosters 


Number of 
Minimum 
Ai/ards Paid 
(CIO. 00) 


lotal Amount 
of A\/ards 
Paid 


9-30-48 












12-31-48 












3 - 31-49 












6 - 30-49 










- 



*^Colui-.in 4 asks for the actual number of individual employoos v;ho 
submitted suggestions. If an onployoo submitted more than one 
suggestion, count him only once, 



63 . For fiscal year 1949 s 

63.1 V/hat uas the average number of civilian employees? 

63.2 V/hat percentage of the figure above represents v;omon? % 

63.3 V'/liat uas the average cash auard (initial plus additional)? 

63.4 IVhat uas the percentage of adoptions resulting in tangible 

savings? % 

64 . V/hat is the trend of your 1949 participation as compared v;ith the 
sane period in 1948? 

64.1 Up 

64.2 Dov/n 

64.3 No change 

■ 5 -Indicate the approximate percentage of the total suggestions re- 
ceived in fiscal year 1949 uhicli cone under each of the follouing 
categories t 

65.1 Technical fo 65.2 JIcchanical fo 65.3 Administration % 

65.4 Production p 65.5 Clerical fo 
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66,Wliich of the follov.'in^’ records do you naintain to assist you in 
adninistcrinc the program? 

66.1 Alphabetical Name File 

66.2 Department Pile 

66.3 Subject File 

66.4 A’jard '/inners File 

66.5 Serial Number File 

66.6 Other (state) 



67 . It is recognized that some of the questions in this survey may be 
regarded as leading questions. Have they given you any ideas 
v/hich you intend to adopt in the future administration of your 
Beneficial Suggestion Program? 

67.1 Yes 

67.2 I No 

68. Remarks: 
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<x. rj-.'iy. D 



NUKS^K Of ACTIVITIi..* TH..T AJfS'ftERjq) SACK 4U-:-r.lO»i 
kf,D PEKCJ^N?AaS OP ACTIVITIES TK'.T Sla.CCT:.D 

Each RitapoNss. i ; i\cn D'DIVidual ^ur'-riom 



ifition 

imber 


Number 

Activities 

Ansverlng 


Possible Responses 


.1 


.2 


• 

.3 i 

• 

• 




3 


125 


33^ 


67 ^ 


• 

• 

• 

• 

• 




u 


125 


4;g 


15 ^ 


55^ ; 22i 

• 




5 


123 


93^ 


2% 


5% : 

• 




6 


123 


2 % 


5% 


93^ i 
• 




7 


124 


22% 


n% 


• 

« 

* 




g 

Q 


122 


51% 


i^% 


2B% : 

« 




9 


125 




bo% 


• 

« 

• 

• 




10 


124 




$6% 


• 

0 

« 




11 


124 


S% 


5^% 


36 ^ : 
« 




12 


122 


s% 


91 % 


• 

• 

• 

• 




13 


124 


59% 


^1% 


« 

• 

• 

• 




14 


96 


50 % 


2t% 






15 


123 


12% 


9% 


7W : 
« 




l6 


122 


2% 


20% 


6 ljg ; 17 ^ 

• 




1? 


122 


&s% 


11^ 


• 

• 

• 

« 




ig 


117 


21% 


19% 


• 

• 

• 

• 




19 


123 


21% 


19% 


• 

• 

• 

0 




20 


124 


3?^ 


6St 


• 

• 




21 


124 


SSf 


U% 


t 

• 

• 





.5 



.6 
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A. - 3IX D (continued) 



Question 

Kuffiber 


Huaaber 

Activities 

Ancvering 

.... ... 


Possible Responses 


.1 

* - ■ II T-“ 


.2 


.3 


.4 


• 5 : 


22 


119 






11% 






23 


121 


BQ% 


20% 








2U (‘>> 


120 


SO 


67 


11 


64 


31 ! 


25 


124 


11?? 


i9% 


- 






26 


125 


lOJ? 


35% 


55^^ 






27 


124 


503? 


50 % 








2$ 


122 


10.< 


90% 








30 C’) 


121 


96 


49 


. 97 


54 




31 


116 


90^ 


10?£ 








32 


120 


12 


50 


45 


51 


23 ; 


33 


121 


26% 


7^% 








3^ 


121 


24?e 


59% 


17% 






37 


121 


13^ 


&7% 








3« 


119 


4C?S 


60 % 








39 


123 




92% 








4o 


122 


16% 


tk% 








lj-2 


120 


9.- 


91% 








^3 


119 


60> 


no% 






} 


^5 


124 


36 % 


6h% 








lig 


122 


0 


23 


105 


47 


4 1 


i*9 Cb) 


121 


11 


19 


«7 


70 


5 1 


50 


121 


35^ 


65^ 








51 


137 


72% 


2S?? 









I 



4 . 



. 4 - 





i 

I 




I ' 

J 4 ? «• 




I 

\ 

I 

f 

I 

4 

i 

i 

4 

I 



« • 




I 

^ I m 

4iil 

4i» i •» 

>1 

i n 

m I « 

^ I ^ 

»« f ^ 

» 



I. f* 

«* ?<•' N 

OM I*** •! 

•w I • 

fu. 7 4 




102 



APPENDIX D (continued) 



Question 



Nuraber 



Possible Responses 



Number 


Activities 

Answering 


.1 


,2 


.3 


r— - 1 » ^ 

.4 ; »5 1 »6 


52 


122 




13^ 






54 


119 


24 J 6 


76^ 






55 


124 


31^ 


69^ 


0% 




56 


116 


44 ^ 


56 % 






57 


121 


59 ^ 


41 ^ 






5 S 


122 




11^ 






59 


116 




60^ 






60 


121 


16% 


62% 






64 


122 




23 % 


23% 




66 


120 


75 


12 


67 


46 : 79 : 20 


67 


120 


63% 


35 ^ 







(a) Certain questions that did not offer a choice of responses 
have been excluded; responses to those questions will be 
found in the discussion of results. 

(b) Some questions asied for more than one answer and in these 
questions the actual number of times the response was 
selected vrill be shown rather than percentages. 



♦ 



‘ f I 



M 







I 



0 









1C3 



h - r ix c 



A GUIDE ’OH EV;: .' TI>«G IVTAJIGJ 3 !.- vjQ.;i. 

USED BY ?no iLimoia COJTRAI. ^iaiuicad 



Amount 
of Award 


Helpfulness 


Originality 


Arolic- tion 


KinortRsJor: Extreme 

• • 

• • 


Conaaon; Unusual 

• 

a 


Log l;Gen»rsl 


( 5.00 


X 


X 


X 


110.00 


X 


X 


X 


riO.OO 


X 


X 


X 


015.OO 


X 


X 


X 


t 20 . 0 Q 


X 


\r 


X 


^25. 00 


X 


X 


X 


>‘30.00 


V 


X 


V 


* 40.00 


X 


X 


X 


150.00 


X 


X 


X 


$50.00 plus 


X 


X 


X 



(a) **Mlnor", “Kajor", and "Extreme* are used to Indie. te 

the degrees of Helpfulness, th;t Is, added convenience, 
imoroved w^ork.ing conditions, or extent of c^'fety i'^rove- 
Bent. 

(b) "Coaffion" snd "Unusual" have been apolled to Original Ity 

to differentiate between eugfestione th’t prooese n 
new applic' tlcn of a known idee snu those th t propose 
an actual idea. 

(c) "Local" ?.nd "General" are the degrees of Appllc-. tion. 



GOUHCS: Illinois Central Railroad Ssiployee' s Suggestion 

System, "Guides for Evaluating .Suggestions*, p. 8 . 
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